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The present work on the problem entitled, "A study of 
Orgnaisational Development as a function of OC and QWL - A comparative 
study of Hindu-Muslim Entrepreneurs" is quiet fascinating because as 
evident from the survey of literature that similar study has not been ever 
conducted on the sample of powerloom entrepreneurs specially in Indian 
context. 
The first chapter of the thesis deals with the concepts and available 
literature pertaining to organisational development (a dependent variable), 
OC and QWL (independent variables). Changing scenario in this modem age 
witnesses increasing globalised competitions that have been, indeed, 
instrumental for the emergence of the term organisational development 
which is an aggressive strategy of a significant growing organisation. 
Organisational development (OD) refers to organisational growth in the 
form of expansion, technology transfer and moving forward in accordance 
with the pace of development to develop and maintain organisations' survival 
along with its status in general. The chapter, in the light of the available 
survey of literature has clearly pointed out that organisational development 
has not been studied in relation to OC and QWL, therefore, the present 
endeavour was definitely a novel task for adding some information towards 
the knowledge in the area of organisational development studies. Because 
of this fact, it was hypothesized that none of the OC as well as 
entrepreneurs' QWL dimensions will influence significantly to any 
dimensions of OD or OD as a whole. 
Chapter II incorporates details of the methodological and 
procedural aspects of the study. The study was conducted on the sample of 
powerloom entrepreneurs consisting of Hindu entrepreneurs (N = 130), 
Muslim entrepreneurs (N = 145) and thus, the total sample size consisted 
of N = 275 powerloom entrepreneurs. 
Keeping in view the nature of research, OD scale was developed by 
researcher himself which consisted of 26 items based on 10 dimensions 
was used for measuring organisational development. To measure 
organisational change (OC), a scale consisting of 21 items based on 6 
dimensions, was developed and for measuring entrepreneurs' QWL 
researcher had also 'developed the scale that comprised of 20 items 
covering three dimensions. 
For analyzing the influence of independent variables on a dependent 
one, stepwise multiple regression analysis treatment were given to the data 
obtained. 
In chapter III, results and their discussion whereas, in Chapter IV 
conclusions and suggestions were given. It was found from the flndings that 
entrepreneurs' QWL is a major predictor of OD and moreover, other 
dimension of OC and QWL were also found predictors of OD and its 
various dimension. The results discussed in detail (Chapter III) and 
conclusions have been drawn from the flnding which have been given in 
Chapter IV. Some suggestion have also been given for fiiture similar 
endeavours alongwith conclusions. 
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Chapter I 
n'Tm^ovne^^om 
Working is a phenomenon that exists right from the existence of 
man on earth and it still has its prevalence for the survival, and moreover, 
has now become a strong social value. It is evident from the history that 
the system of working has a chequered history ranging from the most 
crude way of performing work activity in the primitive era to the most 
comfortable humanized way of working in this modem age. Transition 
from the crude to the most comfortable system of working can be 
attributed to the advent of industrialization that started in the year 1750 as 
a result of the concept of the need for mass production for the first time 
in England and later, it gradually spread over the world at large in different 
years. Industrial revolution was not only instrumental in catering the needs 
of the people but it also changed values, increased human needs and made 
the working environment more and more complex. In the pre-industrial 
revolution era the people had to work alone for making any product, 
whereas, post-industrial revolution era vanished the individual pride for 
making a product as people now have to work in coordination with each other. 
In the complex working network, the question for motivating 
people at work is not very easy to answer because it requires concerted 
effort, atleast, periodically to find out newer and fit strategies of change 
to motivate people and to make them feel satisfied. The problem of 
motivation compelled people specially Psychologists to explore 
approaches and as a consequence to it number of job motivation theories 
appeared to explain the mechanisms involved in the causation of 
motivation and in motivated behaviour. Hence, whatever, motivation 
theories and approaches have been propounded can be broadly classified 
into content and process theories. Content theories have tried to explain 
motivation in terms of human needs, whereas, process theories explain 
mechanism and processes involve in motivated human behaviour. 
The objective of all the job motivation theories has been to 
provide strategy for enhancing human efficiency and to attain 
organisational effectiveness at large. Employees motivation and total 
organisational effectiveness are the key aspects in organisational growth 
and development. In other words, it can be said without any reservation 
that growth and development of any organisation is not at all possible 
unless employer as well as their employees are highly motivated in 
carrying out their work effectively. 
In view of such contentions, the objective of the present 
endeavour was to study Organisational Development (OD) as a jfunction of 
Organisational Change (OC) and Quality of Work Life (QWL) among 
Hindu-Muslim entrepreneurs. Keeping in touch with the objective of the 
problem, it is necessiated to discuss the concept and meaning of the 
variables specific to the present investigation viz.. Organisational 
Development (OD) - a dependent variable and Organisational Change (OC) 
and Quality of Work Life (QWL) - independent variables which will be 
separately discussed. Organisational development (OD) being a dependent 
variable requires a very cautious explanation pertaining to its meaning in 
general and the meaning to the present study in particular. The descriptions 
follow : 
ORGANISATIONAL DEVELOPMENT 
For organisational development it is necessary to elaborate the 
meaning of development. The term development refers to growth. 
expansion and advancement in the existing systems, functions, structures, 
etc. Whatever, exists in this universe has to pass through various phases of 
change and most likely towards development to become mature and 
advance, for example, an infant grows through various stages of 
development to become an adult or an old man and the change continue till 
he survives. When the process of development completes its cycle, the 
things become dead and thereafter, another cycle starts that consequently 
vanish the matters' existence. This means change is a continuous process 
which is inevitable for development. 
Since change and development are (inter-dependent) phenomena, 
therefore, organisations and industries don't remain exception as they also 
have to pass through various phases of change and development processes 
for their survival and effective productive efficiency to maintain and strike 
a balance in the competitive business market. 
Changing scenario in this modem age witnesses increasing 
globalized competitions that have been, indeed, instrumental for the 
emergence of the term organisational development which is an aggressive 
strategy of a significant growing organisation. Organisational development 
(OD) refers to organisational growth in the form of expansion, technology 
transfer, and moving forward in accordance with the pace of development 
to develop and maintain organisation's survival along with its status in 
general. OD also focusses on generating more flexible and responsive 
organisational processes and systems as compared to traditional auto-
bureaucratic system. There have also been dramatic shifts in the social 
environment like life styles, needs, values, structures and systems of 
working. Changing economic scenario is witnessed to enhance 
professionalism, turned traditional educational pattern into 
professionalized education and has tremendously increased mobility of 
human resources which also have helped people to get most befitting jobs 
and organisations to get most befitting human resources and in turn have 
been instrumental for organisational effectiveness, growth and 
development. In view of the impact of changing economic world scenario, 
a significant shift has also been observed from personal relevance to 
organisational relevance (DeSaliva and Gemmill, 1971), and a trend toward 
preference for collaborative rather than hierarchial roles (Miner, 1971). 
Much of the alienation and disenchantment in our current society is 
attributed to the prevailing institution of work. Work is seen as an arena 
in which considerable emphasis is exerted to improve quality of life of the 
job incumbents to help boosting motivation to work jmd consequently to 
organisational development. 
Concurrent with an impartial response to these shifting trends in 
the environment, a number of development have occurred in the 
behavioural science disciplines. These include the realization that a variety 
of social and psychological factors affect work performance; the discovery 
that group decision making affects personal involvement, motivation and 
commitment (Lewin, 1947) and Coch and French (1948) had contended 
that participation increases ownership and all the above are in themselves. 
The source of OD and these in conjunction with each other generate a 
dynamic force in the organisational growth and development. Today OD 
emerge as a very important discipline which uses behavioural science and 
system approach to facilitate quick adjustment of organizations to the 
demands in the form of organizational effectiveness, growth and 
development. It has developed rapidly in response to the need of 
organizations to remain viable and existent in a turbulent environment. 
Organizational development depends upon the maximised utilization of 
human and organisational resources to maintain and develop the 
organisation to meet the challenges of the cybematic system of work 
culture. 
Bennis (1969) has identified three important factors underlying 
the emergence of OD are - the need for new organizational forms; the 
focus on cultural change; and the increase in social awareness. 
Every organisation is consisting of four interacting subsystems -
structure, technology, people, and task which in totality constitute 
organisation and through these organizational aspects it tries to achieve its 
goal of stability, profitability, growth and in providing services to the 
society in best possible way either by giving employment or by providing 
goods to the community people. But the specific major goal of one 
organisation may differ from the other organisation because of emergent 
warranting issues and the level of their stage of development. Therefore, 
it is quite apparent that the stage of growth and development of any 
organisation only comes when the organization could have successfully 
passed through the stages of stability and profitability. 
There are series of system and processes which help in bringing 
planned strategy as a means to meet altered and new situation. Bennis 
(1969) elaborates that OD refers to "a response to change, a complex 
educational strategy purporting to change the attitudes, values and 
organisational structures with a view to effectively adapt to new 
technologies, markets and challenges and the unsteady rate of change 
itself. Hence, OD is adopted as an educational strategy to attain a planned 
organisational change where organisational renovation, growth and 
development are the dynamic outcomes. 
According to French (1969) Organisation development is a long-
range effort to enhance an organization's problem-solving capabilities and 
its ability to cope with change in its external environment with the aid of 
change agents. 
In the words of Robbins (1991) Organization development (OD) 
is a term used to encompass a collection of planned - change interventions 
built on humanistic - democratic values that seek to improve 
organizational effectiveness and employees well-being. 
Our concept of organizational development are calls for growth 
and expansion of organisation through the changes in technology, 
structure, function and in human resources.Truly speaking, effective 
organisational development is one in which both organisation and thier 
individuals (employees) can grow and develop such an environment may 
also be viewed as "healthy" organisation. 
Organisational development (OD) has some basic objective of 
improving organisational health, improving organisation problem-solving 
ability and improving organisation's capacity to cope with changing 
environment. The basic objectives of OD would be achieved by developing 
positive and conducive work and organisational values. The most important 
things which are dominating in the organisational culture is of 
transparency, especially, in appraisal system, mutual trust, open problem-
solving climate, through participative management system, supplementing 
the authority of power, role, and status with the authority of knowledge 
and competence etc.Organisational mission to develop conducive culture 
and work environment is to help employees, entrepreneurs and managers 
to manage and grow in the humanized work environment in accomplishing 
relevant organisation objectives rather than through past practices based on 
set rules and assumptions, like increasing self-control, and self-direction 
of people within organisation (Burke and Horstein, 1972; Sherwood, 
1971). Other sees OD objectives as increased problem-solving (Argyris, 
1970); cultural change (Burke, 1972), or re-education (Golembiewski, 
1972; Winn, 1969). 
Harvey and Brown (1988) has regarded OD as a model of 
organisational change. They presented eight-stage model of organisational 
change in a sequential order. Therefore, successful change is most likely 
when each of these stage appears in the same logical sequence. These 
eight stages are given below : 
Stage I : Awareness about the need for change. 
Stage II : Consultant entry for intervention programme. 
Stage III : Developing rapport between Consultant and Clients. 
Stage IV : The Information Collecting Phase. 
Stage V : The Diagnosis phase. 
Stage VI : Action plans. Strategies and Techniques. 
Stage VII : Monitoring, Reviewing and Stabilizing the Action programs. 
Stage VIII : The Termination of OD program. 
8 
The last stage i.e. 'the termination of ODprogram' refers to the 
completion of the process of change for development and, thereby, 
withdrawing the services of the consultants. 
Researchers view OD as a value base since its begining, hence, 
improving quality of work life of all members of the organisation is highly 
valued, whereas, negative manipulation or exploitation of any 
organisational group at the expense of another is considered detrimental 
and subsequently explicitly rejected (French and Bell, 1978). Other OD 
values include desires and abilities of individuals for growth and 
development in term of both salary progression and promotion that 
successively give greater power and autonomy to the job incumbents. 
Watkins and Golembiewski (1995) offer the concept of learning 
organisation that means that learning is a continuous process which 
organisations learn from their own experiences as well as from the 
experiences of other organisations. Therefore, it is signifrcant to mention 
here that learning organisation approach can tremendously contribute to 
OD as it has been one of the important strategy of emerging organisations. 
Organisation development can also be seen as a mechanism of 
HRD as it involves proactive and prescriptive approach in nature. 
Focussing on systematically planned interventions, the main thrust of OD 
is to develop self-renewing, self-correcting systems to enable people 
organise themselves according to the specific nature of their tasks and 
work environment as well. 
For some, OD process is comprised of three basic elements viz., 
diagnosis, action and process maintenance which seems quite logical 
because without knowing real problems proper action cannot be taken for 
resolving and minimising the problems and then maintaining the problem-
free state of organisations. Such an OD approach will successfully, utilise 
all resources especially, men, material, technical and financial resources 
and subsequently to attain organisational effectiveness and growth. 
Satish and Srivastava (1997) have mentioned that the Banker's 
Institute of Rural Development had taken Organisation Development 
Initiative (ODI) to change the mindset of bank personnel and create a 
better work culture leading to improvement in basic parameters. 
Assessment of Phase I of the ODI showed marked positive improvement 
in various work and efficiency related indices including the bank's 
profitability. 
Researchers have identified so many approaches or intervention 
strategies of organisational development. The main purpose of these 
strategies are to improve overall organisational functioning. OD 
interventions are related to various types of activities which the consultant 
and the client organisation perform to improve the functioning of the 
organisation by developing awareness among the members of the 
organisation to manage their team and organisation culture in a more 
effective and better ways through creating the climate of mutual trust, 
openness and support. As defined by French and Bell (1991) OD 
intervention are the sets of structured activities in which selected 
organisational units are engaged with a task or sequence of tasks where 
task goals are related directly or indirectly to organisational improvement 
and effectiveness in general. They have visualised that individuals and the 
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groups in all organisations are engaged to perform the tasks and making all 
effort to achieve the target provided proper intervention strategies which 
are used in order to improve organisation functioning. The interventions 
are mainly concerned with the action programme of the organisational 
development. Some of the important techniques which have been used for 
OD interventions are the sensitivity training, survey feedback, process 
consultation, team building etc. 
Sensitivity training is also known as laboratory training, encounter 
group or T-group and it is designed to make them participants more aware 
of themselves, their capacities and the way they effect others. The training 
group has no pre-planned task or agenda. Only an expert, often called 
facilitator is present who intervene in the process to help initiate 
discussion and sometime even to help in solving problems if the group is 
unable to solve. This type of training is oriented towards increasing ability 
to empathise with others, improve listening skills, greater openness, 
increase tolerance and improve the skills to resolve conflict. 
Survey feedback is a questionnaire based analysis of an 
organisation for understanding the problems within the organisation and to 
identify areas or opportunities for change. It differs significantly from a 
usual survey of an organisation as it relies on a larger participation by the 
client system. A summary of the results is prepared for group discussions. 
Generally "feedback" of results is given only to the group which generated 
the data. Once diagnosis (result/outcome) on the basis of data is available, 
steps are taken to devise measures for the resolution of organisational 
problems. A second survey after sometime is conducted which provides a 
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real feedback that how much improvement in the situation has taken place. 
Process consultation which is designed to work with individuals 
and groups to help them learn about human and social processes and to 
learn to solve problems that stem from such processes in an organisation. 
Among important processes are - communication, leadership, decision-
making, roles, norms and intergroup cooperation, and competition. The 
primary goal of process consultation is to help an organisation solve its 
problems by developing awareness of organisational processes, their 
consequences and the mechanisms by which these can be changed. 
Similarly, team building is one of the most fundamental OD 
intervention (Fordyce and Weil, 1971). In every organisation people are 
working with their fellow workers as today work is a coordinating activity, 
to achieve an organisational goal. Therefore, much attention is directed on 
developing team spirit which is an inevitable, aspect of organisational 
development programme. For every organisation, team building is essential 
to improve coordination among the members in order to increase or 
enhance their group performance. 
The major activities for team building includes - goal setting, 
development of interpersonal relations among team members, role analysis 
to develop clarity of the roles and responsibilities of each member of the 
team and also it includes the team process analysis. The basic indicator of 
team building is the level of mutual trust and openness prevailing in the 
members of the group and the organisation at large. 
It is indeed true that the applicability, feasibility and acceptability 
are the three factors that influence the choice of OD intervention 
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programs and these interventions are opted with the objective to 
accelerate the organisation production efficiency and its growth and 
development as well. 
Katz and Marshak (1996) has described that modem organisations 
are facing revolutionary changes to long established principles and 
practices so, organisation development are also facing similar challenges 
because for growth and development changes are inevitable. To remain 
functional, effective and relevant organisation with all its changed system 
and practices must reinvest itself periodically and continually when and 
where required in view of the development of more practical-oriented 
comprehensive theories, methods, strategies, and practices. Organisation 
development practitioners must be capable of working faster, deeper, 
wider, smarter and with larger number of more diverse people than ever 
before. Some of the main issues related to organisational development are 
client's objective comprehension of the definition, diagnostic methods, to 
identify the areas of special interventions, reinvention of the approaches, 
and modify the practitioner work styles if warranted. These aspects 
provide meaningful assistance to individuals, groups and to the 
organisation at large. 
Bandyopadhyay (1998) assesses organisational development 
interventions in Indian organisation. He had point out that OD effort not 
only focusses on the human dimensions, but is also able to increase 
organisational effectiveness in matters concerning tasks, technology, 
structure, and environment. However, lack of skill, knowledge pertaining 
OD, poor industrial relation, and conflicts among the members at both 
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horizontal and vertical lines are the major hurdles in initiating and 
continuing OD programmes. It is suggested that for successful OD 
interventions, organisation people must have the comprehension of the 
significance of OD programmes and, thereafter, readiness for OD 
intervention. 
In a significant study Srinivas (1995) provides a meta-analysis of 
organisational development (OD) efforts in India by examining OD 
outcomes at the organisation/system level as well as at the societal/ 
national level. Intervention reports have shown that OD has been used in 
Indian context and in a variety of organisation like public, private, rural 
and voluntary organisation/sectors. Using clinical assessment methodology 
anchored to qualitative criteria it was found that organisational outcomes 
of OD were positive in 60% of the cases. 
Aggarwal (1993) examined organisational development 
interventions in the Indian context. Work culture was taken as criterion of 
OD and he focussed on the issues of leadership and role of training and 
trainer in developing work culture. An intervention mechanism to develop 
new work culture, Aggrawal advocated and emphasized over the formation 
of autonomous work groups, reducing hierarchies, relocation, creating 
awareness about the existing culture and acculturation, and the benefits of 
redesigning the whole/part systems of organisation. 
Hall and Hall (1995) presented a decision model that offers a 
systematic way to evaluate firm's growth strategy in the light of human 
resource implication where employee's knowledge, skills, and abilities 
coupled with their motivation have been focussed as the significant 
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aspects leading to individual/organisational effectiveness and its growth 
and development. 
In the one studies May and Schwoever (1994) made consulted 
effort for studying the problem leading to the development of effective 
workteam, they pointed out that manager can design teams to minimise 
their stress and anxiety by "(1) providing teams with training on team 
building that emphasizes open communication and relationship building 
among members and (2) matching the team's job complexity and 
uncertainty with member's skill to reduce the stress experienced by 
employees". The outcome of the study clearly pointed out the significance 
of stress and anxiety of the employees which if were properly resolved or 
taken care of could have been instrumental for enhancing employees 
motivation, productivity, efficiency and organisational effectiveness - all 
these leading to organisational growth and development. 
Pestonjee and Muncherji (1994) examined stress audit as an 
organisational development technique. Again like the finding of May and 
Schwoerer (1994), they have also argued the improtance of stress 
resolution (through stress audit) for organisational development. 
Very recently, Tjosvold (1998) highlighted the importance of 
cooperative goals contributing to constructive discussion among 
employees that resulted in productive work and stronger relationship 
which in turn led employees to be committed to reducing costs. The result 
also suggested that employees involvement has potential for effective 
performance and moreover, employee need cooperative goals and skill to 
discuss issues open mindedly and constructively are also important for 
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developing team spirit and thereby helping the organisation to grow and 
develop. 
Jaffe and Scott (1998) proposed a road map of key processes to 
guide and redesign efforts that engage leadership and employee 
commitment, motivate employees to change and set the climate for 
learning and renewal. The contentions of these researchers signify the 
importance of organisational climate for organisational development 
through leadership behaviour and commitment which seem to be the 
significant determiners in developing and maintaining organisational 
effectiveness and subsequently to organisation growth and development. 
In the preceeding writings the concept, meaning, and available 
empirical research evidences pertaining to one of the important variable 
viz., organisational development (OD) have been discussed. It is evident 
from the discussion that the term organisational development (OD) is very 
much synonym to the concept of organisational change (OC). It is 
imperative to clearly pointout here that organisational development is an 
outcome of organisational change with the notion of organisational 
desired maintenance, growth and expansion. Whereas, organisational 
change is usually meant to bring about changes to cope with the demands 
of time for organisation and company's survival in the most competative 
world of work. Therefore, it was necessiated to resolve the ambiguity of 
the two terms OD and OC where the former is h i ^ y dependent upon the later. 
In the present study we had taken Organisational development 
(OD) as a dependent variable which have already been discussed here, 
whereas. Organisational change and Quality of Working Life were taken as 
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independent variables. Therefore, in the preceding writings OC and QWL 
variables will be undertaken for discussion one by one. Comprehensive 
details of OC - an independent variable follows : 
ORGANIZATIONAL CHANGE 
It has already been pointed out time and again that organisational 
development is solely dependent upon organisational change (OC), 
however, usually these two terms are considered synonym to each other, 
though, OD and OC are functionally different. When change is brought 
with the objective to bring organisational functions at par with the 
requirement of the time then it is called as organisational change,whereas, 
organisational development (OD) refers to the change when it is adapted 
with the objective of organisational diversification, growth and 
development. 
It is said that after every winter there is summer and then rain and 
it moves round the year in the same sequence. Similarly, day and night 
move in the same manner. These show that change is the law of nature, 
hence, when change comes to stand still, it is the death of the matter, 
though, even after death change continues in its process on consequently, 
things become invisible. 
The phenomenon of change is as old as the existence of universe 
and it is very much true in the work setting, thus, it can be witnessed that 
it is as old as human existence on earth. But for the last more than three 
decades it has become the key strategy for achieving organisational 
effectiveness and success. 
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Reengineering, restructuring, downsizing, rightsizing, human 
resource development, mergers, new markets, new customer preferences, 
government regulations, and a vacillating global economy all add up to one 
thing i.e., change and these if being undertaken by the organisation then 
can be conveniently referred as organisational change. 
The literary meaning of change is "substitution of one thing with 
other or replacement of one with the other". Social scientist, OB people, 
technology expert foresee to bring various types of changes in everyone's 
life for their betterment. It is indeed true, change is very important aspect 
of human life as it is embeded in the nature of human being and 
subsequently everyone of us have craving for change that appear after 
certain intervals in every one's life. The history of civilisation speaks of 
the fact that society has been changing in various forms either for good or 
for the worst but planned change always foresee with the main objective 
of betterment and positive development. In industrial organisations, large 
number of people work together who caim't be isolated from the dynamics 
of external environment where changes have been continuing and these 
have their impact over organisation to bring changes to cope with the 
external world. This mean change is inevitable in the history of 
organisation for its survival. Organisational strategy must be flexibally 
dynamic in keeping its all resources at par with the strategies of the 
external world, otherwise, it will suffer from entropy and will soon 
become defunct. We have the best example of Pan American 
Airlines,which was once a leading international airline, recently reported 
losses of $ 475 million over a two year period largely because of its 
failure to adapt to changing market conditions and increasing competitions 
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on overseas routes. Therefore, organisation have to bring change time to 
time in its strategy. Pertaining to its services, products, technology, etc. 
to go alongwith the pace of competitive change and development specially, 
in the world of business and trade. 
Every organisation has its internal (people, structure, supervision, 
technology and economic variable) as well as external environment 
(social, political, economic and cultural factors) and it is necessary for 
every organisation to achieve and maintain an equilibrium within internal 
factors and then should strike a balance with external environment. 
However, this equilibrium may not remain static - but has a lot of 
variations, hence, organisations have to adapt upto-date new and relevant 
strategy to modify and change the desired aspect/aspects of the 
organisation to cope with the changing internal environmental pressures 
and the external environmental challenges. 
Due to increasing competitive conditions, industrial organisation 
are facing challenges and were forced to bring change. Coch and French 
(1948) pointed out that one of the most famous study on organisational 
change was conducted at Harwood Manufacturing Company of USA in 
1940. In the light of the outcome of the study, the change was introduced 
for the benefit of worker as well as the organisation. Later on, 
organisational change strategy was adopted by other organisations as 
pointed out by (Ahmad, 1994; Preston, 1988; Peters, 1987; Siegel and 
Lane, 1977; Marrow et al. 1967; and Likert 1961). 
Business Week with its main theme titled 'Reinventing America' 
in its 1992, year-end-issue, has discussed and focussed on 'flexible 
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tomorrow'. According to the author, the company's success in future will 
be for those organisation which are adaptive one in which change replaces 
stability as the key trait or it may be viewed in other way that stability in 
opting change is one of the major characteristic of the successful growing 
organisations. What's right today is-n't likely to be right tomorrow, for 
such reason, it warrants for bringing change. 
In a significant development Ackerman (1986) has identified three 
types of organisational change. The first type of change is developmental 
change which refers to improving what already exist in organisation. The 
second type of change is transitional change which involves moving from 
current state to a known new state through a transition state, e.g. 
restructuring, mergers, introduction of new processes, technologies, 
systems and procedures, etc. The third type of change is called 
transformational change. This type of change is a fundamental re-invention 
of the organisation by changing its leadership, mission, culture, structure, 
strategy, human resource practice and so on. Beatty and Ulrich (1991) 
argue that greatest effort involved in transformational change is to change 
the mind-set of employees in the organisation. Similarly Burke and Litwin 
(1992) also emphasized transformational and transactional changes 
combined together affects motivation and in turn to performance. 
In the light of the findings of Ackerman (1986) who identified 
three types of organisational change and the studies of Beatty and Ulrich 
(1991) and, Burke and Litwin (1992), it is very much evident that 
organisational changes are brought to bring organisational effectiveness to 
have its competitive success in the market. Moreover, in all the effort to 
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bring organisational change, the notion of organisational development is 
very much inbuilt and implicit. Therefore, sometimes these two concepts 
viz. organisational development and organisational change are quite 
confusing terms though have operational difference in meaning. In case ol 
organisational change the changes are brought to improve organisational 
efficiency compatiable to the need of the internal as well as external 
environment whereas, organisational development with the objective of its 
growth and development carries on the various changes in the existing 
systems, functions and structure as well. 
Spector (1989) on the basis of his study on transformational 
change concluded that leaders don't change organisation, instead they 
create a context in which line manager at all levels in the organisation 
change their own respective units. Molinsky (1999) has highlighted that 
success of change depends on management, commitment of change leaders 
and rhetoric. 
Modern scientists - both behavioural and natural, especially 
behavioural scientists have started making concerted efforts to understand 
behavioural phenomena with empiricism and objectivity since mid-19th 
century. Because of this increasing trend, the modern era is characterised 
by the 'Risen of the Rational Spirit' - the conviction that science can assist 
in the betterment of living systems. Such characteristic of the present day 
world have given rise to the movement of human relation, work 
humanization and to the field of organisational behaviour in an effort for 
achieving high level improvement in organisation's conditions and in 
organisational effectiveness. The action role of emerging fields is 
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revealed and increasingly evident from growing literature on planned 
change - a linkage between theory and practice, and between knowledge 
and action. Planned change is a deliberate and a voluntary conviction to 
modify systems, conditions, structure and the functioning of the total 
organisation or any of its aspects in order to bring improvements in 
organisational effectiveness. Robbins (1991) advocates that there are two 
goals of planned change. First, it seeks to improve the ability of an 
organisation to adapt change. Secondly, it seeks to change employees 
behaviour. If an organisation is to survive, it must respond to environment 
- both internal and external through change strategy. Change strategy refers 
to action plan right from the identification of the areas of treatment to the 
action aspect i.e., the implementation of the fmal logical decision. Plaimed 
change also covers behaviour modification strategy for the job 
incumbents. To develop right behaviour conducive to job and the 
organisation. 
Similar to the afore-described strategy, change process can be 
conceptualized as consisting of three stages: a stage of recognizing that 
change is required, a stage of moving from present to desired change 
state, and a stage of sustaining and stabilizing the change made. Lewin 
(1951) described the three stages of change model by naming these as 
unfreezing, moving, and refreezing that seems to be the real strategy to 
bring about changes in behaviour, mode of work and/or its operations. 
Kilmann (1985) has suggested a programme of planned change 
which has 5 stages comprising of (1) Initiating the programme, (2) 
diagnosing the problem, (3) scheduling the track, (4) implementing the 
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track, and (5) evaluating the results. David (1994) presented a new model 
which has 4 phases for managing the change process that enlists (1) 
preparation, (2) implementation, (3) adaptive learning, and (4) generative 
learning. 
Prize winning article of Hamel published in Harvard Business 
Review (1996) described that top management is an organisation must 
keep other people engaged within the organisation in a dialogue. He 
advocated that strategy making ought to be a democratic process similar 
to the philosophy of participative management. Organisation in today's 
dynamic environmental challenges cannot afford to be elitist. Top 
management must be able to indentify key individual in the organisation 
who are 'activists' i.e. people who have enthusiasm, energy and have 
initiative to shape the future of an organisation. Strategy making should 
combine unity of purpose with diversity of perspectives. This can be 
achieved, according to him, by taking a diagonal slice of the organisation 
and involving the people in the change process. He seems to suggest that 
participation and involvement are imperative, not choices, for 
organisations seeking to survive the highly dynamic business environment 
of the twenty first century. 
Nilakant and Ranmarayan (1998) has presented seven steps model 
for introducing effective change. 
1. Assemble a change management team, 
2. Establish a new direction for the organisation, 
3. Prepare the organisation for change, 
4. Set up change team to implement change. 
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5. Align structure, systems, and resources to support change, 
6. Identify and remove roadblocks to change, 
7. Absorb change into the culture of the organisation. 
The preceeding descriptions have clearly pointed out that plarmed 
change strategy follow certain order or steps which must be properly 
undertaken for bringing about change. It is no matter that there are either 
three-tier stages, five-tier stages and/or seven-tier stages as all emphasize 
that there should be pre-plaimed logical actions to bring about change 
which may most likely to carry little resistance to change. It must be kept 
in mind that change is always resisted but there is a very weak resistance 
and sometimes imperceptible when it is brought through the process of 
plaimed change. The degree of the strength of weakness of resistance to 
change is the function of how much logical strategies are being followed. 
It is evident from the researches that initially there is resistance 
to change because during change process there is a movement or shifting 
from one state to another, therefore, apprehensions, anxieties, insecurities 
and fears along with enthusiasm and curiosity are expected to be the part 
of change process. Enthusiam and curiosity appear into one's experience 
with the hope and expectations that the new state mi^t be comparatively 
more satisfying and rewarding, whereas, anxieties and fears develop and 
apprehensions appear because of uncertain outcomes of the change 
process. Nadler (1987) argued that since uncertainty is associated with 
major organisational change, it makes people anxious and for the reason 
they resist change. 
Robbins (1991) viewed resistance as overt, implicit, immediate or 
deferred. It is easiest for management to deal with resistance when it is 
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overt and immediate than managing resistance when it is implicit or 
deferred.Implicit resistance efforts are more subtle - loss of loyalty to 
the organisation, loss of motivation to work, increased error or mistakes, 
increased absenteeism due to sickness and hence more difficult to 
recognise. 
Maurer (1996) identified three level of resistance from least 
intense to most intense. In the least intense level people resist to the 'dea 
of change itself as they are either confused or ignorant or they might have 
their own ideas etc. but, however, there is no hidden agenda. On the other 
hand more intense resistance is deeper which is caused because other 
forces at work such as distrust, bureaucracy, fear of loosing job etc. are 
more apparent. The more intense resistance become the deepest in the 
course of time when people don't trust the management and may regard 
them as enemy. 
Eccles et al. (1993) contended that most people don't oppc :^•; to 
total change rather they oppose to a particular action. According to them, 
people resist specific changes to which they find threatening or 
disagreeable. Change is resisted perhaps because change in recent years 
has been quite often brought that results for employees' loss of positions, 
benefits and in the worst case loss of job and closure of the company/ 
organisation (Binney and Williams, 1995). 
People resist to change because of anticipated inadequate rewards, 
lack of involvement in planning, vested interests, lack of trust in ini^•ator 
or the company at large, satisfaction with status quo, or if the purpose of 
change is not made clear to them (Mink et al. 1993). They also believed 
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that resistance to change is a response to inappropriate management of 
change rather than the change itself. 
Since very long attempts have been made by scholars to identify 
means and ways to overcome resistance. Probably, first systematic study 
on resistance to change was conducted by Coch and French in 1948. They 
found participation by workers in the change process, explanation of need 
and nature of change to concerned employees are very much helpful in 
overcoming resistance. 
Likert (1961) has pointed out that 'supportive environment' is 
much more conducive to change because employees working in such 
organisations believe that their personal worth and importance are 
maintained. Walton and McKensie (1956) reiterated that supportive 
conditions lay emphasis on participation which may give impetus to change 
(Ginburg, 1975; Lucas, 1973, 1974b; Swamson, 1974; Dickson and Power, 
1973; McKinsey, 1968; Sollenberger, 1967). 
Callan (1993) in his study on coping with change has explained 
that organisation must empower employees to adopt the role of change 
agent and encourage them to act to solve the problems that cause them 
stress. Callan has presented a series of individual and oirganisational 
strategies such as early and accurate communication, the use of 
transformational leaders, the establishment of stress management 
interventions (including fitness programs); and the use of support terms 
and "unlearning" workshops. 
Pareek (1982) argued that effective step to reduce resistance 
could be taken if the reasons for resistance to change were understood 
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well. He had identified various sources of resistance and means to 
overcome these sources and their respective coping mechanisms are being 
given as perceived peripherality of change (source) - participation in 
diagnosis (coping mechanism), perception of imposition (source), 
participation and involvement (coping), indifference of the top 
management (source) - active support from the top (coping), vested 
interests (source) - fait accompli (coping), complacency and inertia 
(source)in fait accompli (coping), fear of large scale of disturbance 
(source) in phasing of change (coping), fear of inadequate resources 
(source) - support of resources (coping), fear of obsolescence (source) -
development of skills (coping), fear of loss of power (source) - role 
redifmition and reorientation (coping), and fear of overload (source) -
role clarity and definition (coping). 
Wanberg and Banas (1997) on the basis of their study explained 
that general attitude towards change, change acceptance, and positive view 
of organisational change were positively related to job satisfaction. 
Negative attitudes towards change were also found associated with lower 
job satisfaction and commitment (Schweiger and DeNisi, 1991). This 
means that coping with change is most likely to be successively related to 
job satisfaction and organisational commitment. 
Kotter and Schlensinger (1979) identified six strategies to 
overcome resistance to change. These are education and communication, 
participation, facilitation, negotiation, manipulation and coercion. 
Scores of studies, e.g., (Krugar and Miller, 1976; Likert and 
Likert, 1976; Miles, 1965; Bennis et al. 1961; Coch and French, 1948) 
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have highlighted that participation minimize resistance to change because 
it provides ample opportunity to every employee to get awareness about 
the needs and demands for change for the organisation. Participation, 
moreover, also helps in team-building and leads to achievement of higher 
level of creativity (Pace, 1987). 
Mink et al. (1993) emphasized over creating right climate of 
change by building trust-oriented relationships, openness in 
communication, encouraging two-way feedback, addressing individual 
concerns, and explaining readiness to change. 
Judge et al. (1999) has identified and given seven dispositional 
traits (locus of control, generalized self-efFicacy, self-esteem, positive 
affectivity, oppeness to experience, tolerance for ambiguity, and risk 
aversion) that influence managerial response to organisational change, 
although, these traits differ in terms of degree for successful coping with 
change. The strongest and most consistent dispositional variables in terms 
of their relationship to coping with change were tolerance for ambiguity 
and positive affectivity. They later on, reduced these seven traits into two 
factors viz.. Positive Self Concept and Risk Tolerance. They found that 
both the factors significantly predicted self-reports and' independent 
assessment of coping with change. Results further revealed that coping 
with organisational change was related to intrinsic (organisational 
commitment, job satisfaction) and extrinsic (salary, job level, plateauing, 
job performance) dimensions of career success. 
Many researchers have opinion that 'influence' is an improtant 
tool of organisational change. An individual or group of individual 
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persuade their colleagues to adopt change (Judson, 1966; Black et al. 
1964; Likert, 1961; Lewin, 1947). It is also reported that 'shared 
influence' on the 'power equalization' approach is an effective method for 
implementing change (McMahon, 1976; Tannenbaum, 1968; Greiner, 1967; 
Agrew and Hus, 1960; Geogopoulas and Tannenbaum, 1957). 
Joseph and Howard (1993) advocated that organisational system 
design (OSD) theory stipulates that overcoming resistance requires 
movement from a 'control' to 'high commitment' in an organisational 
culture that provides employees to have task identity and significance, 
autonomy for work outcomes, customer focussed quality orientation, and 
clarity for purpose. 
Kumari and Dwivedi (1988) investigated the effect of 
organisational climate on attitude towards change. Result revealed 
organisational climate a significant predictor of acceptance of change. 
Organisations going to introduce change must have the clarity of 
the purpose and objectives of change. An organisation's strategy is like a 
map that shows the path leading to goal to bring change. Sparrow and 
Pettigrew (1988) proposed four streams of human resource management 
for strategic change. These are the management of culture, the 
development of skill, productivity improvements, and improving the 
quality. 
Jeanne and Michellan (1994) has identified "partnering" as a 
strategic management tool for change. They had explored the role of 
partnering as a tool for significant strategic change in contemporary 
organisations. All elements involved in the implementation of partnering 
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(e.g. structure and processes) reflect a conscious redesign of 
organisational activities and relationships. When partnering is successful, 
it change organisational structure, systems, process on problem 
identification and prevention in ways that generate win-win outcomes, and 
organisations, fueled by these empowered individuals become more 
proactive and betterable to adopt to a rapidly changing environment. Barker 
and Barker (1996) discussed about the integration and application of 
Adlerian and Organisational Development principles for managing 
organisational change. Participative human process - approach to 
organisational development reflects m£my Adlerian principles by 
emphasizing high involvement, encouragement and empowerment. 
Bronson (1991) in his study on strategic change management 
describes a holistic human system approach to strategic change 
management (SCM). Successful implementation of a strategic change 
programme using this approach requires 2 key elements : communication 
from management about the strategic significance of the change and 
associates (employee) involvement in the design and implementation of 
the change. Such communication through the change process ensures the 
importance of the change is understood and collectively owned. He 
enumerated, the process of strategic change management that incorporates 
the cyclic functions of planning, designing, implementing, and then 
follow-up that continues as a process to keep organisation up-to-date with 
the total requirements. Miller (1998) studied strategic culture change as a 
door for achieving high performance and emphasized 'diversity' as a key 
resource to create a high performing work culture that enables all 
members of the organisation to do their best. 
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Alva (1991) on managing change process, describes changes in 
the corporate world, especially in India which reflect increased 
international influences like an orientation towards products rather than 
functions, and the superemacy of competence. Comparing the action 
research and organisational development research, he points out the 
importance of learning to change and to adopting change. Crystal and 
Deems (1983) advocate that as organisations, change, new needs emerge 
and existing needs gets weaken slowly and gradually and at last the later 
become diminish. It is suggested that organisations can increase 
productivity and morale by implementing a programme of redesigning jobs 
that must be taken as a continuous process. 
Poole (1998) has described that words and deeds of change have 
influence on orgnaisational transformation and it is the responsibility of 
top management to expose to the organisational members regarding change 
process through their statements and actions. The contentions of Poole are 
quite in tune with the findings of Miller et al. (1994) that employees 
receiving "quality" information about the change and having high need for 
achievement are likely to take up change favourably. 
Likewise, Paul et al. (1997) had argued that most and several 
strong attempts to implement change in organisation are less successful 
than intended because principles and knowledge of psychology of change 
are violated and ignored in the former case. Dobbs (1998) had also 
recognised that managing diversity is not a quick-fix programme but a 
strategic process that must be aligned with the organisation's strategic plan 
and implemented as a part of business objectives. 
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QUALITY OF WORKING LIFE 
Having discussed OC, it is now warranted to take up the 
phenomenon of quality of work life - an another independent variable for 
detailed description. Quality of work life concept, infact, was an outcome 
of the inhumans of working conditions and environment as working 
conditions in the primitive era were brutal and back breaking that 
continued but with gradual relaxing processes in intensity till the advent of 
industrial revolution. Before industrialization there were no policies, 
programmes, rules and regulations pertaining to work. People had to work 
from dawn to dusk in quest for fulfilling their basic needs. This concept 
of work couldn't last long and gradually people started developing 
awareness of their rights and duties at work but not earlier than industrial 
revolution that took place in England in 1750. In the beginning, the 
condition of people were not even satisfactory but, atleast, the seed was 
sown for potential quality improvement. Concerted efforts for humanizing 
work and working conditions have been increasing since 1960s with the 
emergence of the concepts viz., job design, job enlargement, and job 
enrichment in the same chronological order. In this chain of efforts, it was 
only in 1972 when for the first time Davis introduced the term Quality of 
Work Life (QWL) at an international conference at Arden House, New 
York. Later, this term gained much attention from industrial psychologists, 
OB researchers and management experts because it serves as an indicator 
of overall quality of human experiences in the work context. 
QWL refers to favourable or unfavourable work environment with 
which people do their work. If working conditions are healthy than it has 
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fruitfully positive impact on employees output. Negative experience 
pertaining QWL refers to unhealthy work environment which is negatively 
or inversely related to one's output and orgnaisational effectiveness. The 
main objective of the QWL has been witnessed changing with the passage 
of time. It started with the objective of improving wage and working 
conditions. And, thereafter, other strategies like job enlargement and job 
enrichment emerged for improving employee's motivation and their work 
efficiency, 
Taylor (1973) and Spink's (1975) describes QWL as, "the degree 
of excellence in the work and working conditions which contribute to 
overall satisfaction of the individual and enhance individual as well as 
organisational effectiveness". Bainnium (1974) defined QWL as the quality 
of the relationship between man and his task. 
Walton (1975) defined QWL more specifically as "the degree to 
which members of work organisation perceive that they are able to satisfy 
important personal needs through their experience in the organisation". 
Trist (1975) says that QWL is both end and means. It is an end in 
itself because it is a highly significant component in quality of life in 
general and it is a means by which the employees can acquire civic 
competencies and skills. 
Lippit (1977) conceptualised QWL as "the degree to which work 
provides an opportunity for an individual to satisfy a wide variety of 
personal needs to survive with some security, to interact with others to 
have a sense of personal usefulness, to be recognised for achievement and 
to have an opportunity to improve one's skill and knowledge". While 
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defining QWL Lippit has taken into consideration the whole range of work 
life which may improve organisational effectiveness, growth and 
development. 
Hackman and Suttle (1977) have described QWL from different 
varied angles. They contended that from professionals point of view, it 
refers to the industrial democracy, increased worker participation in 
corporate decision making, or a culmination of the goals of human 
relations. From the management perspective, it is related to variety of 
efforts to improve productivity through improvements in the human rather 
than the capital or technological inputs of production. From the standpoint 
of the individual worker, it refers to the degree to which members of a 
work organisation are able to satisfy important personal needs through 
their experiences in the organisation. From the Union's view, it is more 
equitable sharing of the income and resources of the work organisation, 
and more humane and healthier working conditions. As a philosophv, it 
means the quality of the content of the relationship between man and his 
task in all its diversity. The relationship can be approached from the 
divergent viewpoints including the man, the organisation and the society, 
embracing job design, work organisation, basic human needs and values, 
and societal concepts. 
Carlson (1980) states that QWL is both a goal and an ongoing 
process for achieving goal. As a goal, QWL is commitment of any 
organisation to work improvement, the creation of more involving, 
satisfying and effective jobs and work environment for people at all levels 
of the organisation. As a process, QWL calls for effort to realize the goal 
Improvement in technology, information system, educational level, 
affluency and independence lead to general life satisfaction and the same 
in turn do lead to improve quality of life at work. 
Nadler and Lawler (1983) reviewing the literature of QWL 
referred six potential definitions of QWL which highlight gradual 
modification through various stages broadening the scope of QWL for 
people at work. 
According to Nadler and lawler (1983) the first definition of the 
term 'Quality of Work Life' came into prominence during the period 
between 1959 to 1972. In this first stage of the emergence of QWL it was 
conceived as a variable. Hence, the emphasis was on the individual 
worker's relation to the personal consequences of the work experience as 
job satisfaction, job motivation, mental health, etc. 
During the period 1969 to 1974 the concept of QWL was defined 
as an 'approach'. This definition focussed its emphasis on individual 
worker and neglected organisational outcomes. While for organisational 
productive efficiency individual worker's state of living as well as 
organisational outcomes are equally important, hence both should be 
equally taken care of. 
During the same period 1969 to 1974 the third definition 
emerged and QWL was conceived as 'methods'. This approach of the term 
focussed QWL as a set of methods, approaches, or technologies for 
In the light of the chronological description of the meaning and 
definitions of QWL, it is amply clear that the concept encompasses the 
whole aspect of working environment that might be influencing the quality 
of life of individual worker in the job situation. Nadler and Lawler (1983) 
pointed out that "Quality of Working Life is a way of thinking about 
people,work and organisations". In the light of this definition, QWL does 
not only focus on how people caij do work better, but how work may cause 
people to feel better. 
Bhardwaj (1983) referred QWL as related to (a) job satisfaction, 
humanising work or individualising the organisation; and (b) organisational 
development programmes. 
The term QWL may be conceptualised as a subset of the Quality 
of Life which includes all life and living conditions (Gani and Ahmad, 
1995). The term quality of life tends to cover a variety of areas such as 
physical, mental, psychological, social and spiritual well-being, personal 
functioning and general limitations.Quality of Life means degree of 
excellence of one's life that contribute to the person and benefits to the 
society at large (Dubey et al., 1988). 
Recently, Yousuf (1996) emphasized that QWl. is a generic phrase 
that covers a person's feelings about every dimension of work including 
economic rewards, benefits, security, working conditions, organisational 
and inter-personal relations and their intrinsic measuring. 
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From the analysis of the concept and definitions of QWL in its 
historical perspective, it is very much clear that QWL programmes are 
very important for enhancing organisational growth and development. But 
all the studies have investigated QWL of employees only whereas, 
entrepreneur's QWL is equally important for organisational survival and in 
ruiming employees QWL programmes. Since, the present investigation was 
addressed to entrepreneur's QWL and not of the employees, so, an effort 
was made to identify the QWL-facets influencing entrepreneurs' work 
related behaviour and to carry on their project effectively. 
The word "entrepreneur" has been taken from French language 
where it was originally meant to designate an organiser for musical and 
other entertainment. In economics and commerce, an entrepreneur is an 
economic leader who possesses the ability to recognise opportunities for 
the successful introduction of new commodities, new technique and new 
source of supply, and to assemble the necessary plant and equipment, 
management and labour force, and organise them into running concern. 
For some, an entrepreneur is an individual motivated by a will for 
power, their special characteristics being an inherent capacity to select 
correct answers to have energy, will and mind to overcome fixed talents 
of thoughts and capacity to withstand social opposition. They also believe 
that success of entreprenuer depend upon suitable environment and the 
intuition in grasping the essential facts. However, success of 
entrepreneurs results in grow t^h and development of an organisation. 
Researchers have identified different dimensions of QWLfor 
workers. Heizel et al. (1993) have proposed four dimensions (1) growth; 
(2) mastery; (3) involvement; (4) self control. 
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Walton (1975) has identified eight dimensions of QWL. These are 
(I) adequate and fair compensation, (2) safe and healthy working 
conditions; (3) development of human capacities; (4) growth and security; 
(5) social integration in the work organisation; (6) constitutionalisation in 
the work organisation; (7) work and total life space; and (8) social 
relevance of work life. 
Boiswert (1977) identified fifteen dimensions, while Carlson 
(1978) has identified sixteen dimension of QWL. 
Sinha and Sayeed (1980) have identified seventeen dimensions and 
based on these dimensions they developed a scale of QWL. These 
dimensions include - (1) Economic benefit; (2) Physical working 
conditions; (3) Career orientation; (4) Advancement on merit; (5) Effect 
on personal life; (6) Mental state (7) Union Management relations; (8) 
Self respect; (9) Supervisory relationship; (10) Intra group relationship; 
(II) Apathy; (12) Confidence in management; (13) Meaningful 
development; (14) Control influence and participation; (15) Employee 
commitment; (16) General life satisfaction, and (17) Organisational 
climate. 
QWL of employees has been widely studied and is it still has a 
greater focus on increasingly far more and more humanizing the job 
conditions as well as the total work environment from different angle. It 
is a matter of fact that modern era which is generally assumed as the 'era 
of stress', QWL strategies are with the fast pace of technological 
development are dominating the work culture for enhancing individual 
working efficiency as well as organisational effectiveness. But it is 
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surprising as we have already mentioned earlier that the Quality of Life of 
the people who basically take a lot of pain for planning, managing 
resources and take all risks to implement the plans and moreover, make all 
effort to provide services to the community people in terms of providing 
employment, taking care of their QWL and extending best quality services 
to the consumers, have almost been neglected, though, their quality of 
work life seems to be highly important because satisfaction of these 
people is a back-bone for organisational survival and development. 
In view of such contention, it is highly imperative to mention that 
for sustaining industries and industrialisation to grow, QWL of 
entrepreneurs or the owners of the company is very necessary. Therefore, 
in quest of studying QWL of entrepreneurs a concerted effort was made 
in the persuance of the present study and consequently a QWL scale for 
measuring entrepreneurs' QWL was developed which incorporated broadly 
three dimensions as given below: 
1) Personal 
2) organisational, and 
3) Environmental 
Personal factors refers to the degree of family support and trust 
with respect to business. If family members show faith and support whole 
heartedly, then these most likely to enhance entrepreneurs' zeal,effort, 
commitment with dire motivation to perform job well. In a significant 
study Ranade (1998) found that every entrepreneurs has expectation of 
support from their family members specially from spouse and this help in 
effectively playing the role as entrepreneur. 
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Organisational factors are the strategy as well as the level of self 
sufficiency of an organisation. Better and improved organisational 
conditions help in improving entrepreneurs mental health as well as in 
inculcating positive perception and experience of entrepreneurs towards 
their quality of life with respect to their business. 
The third factror viz., environmental factor which include both 
internal as well as external environmental conditions. Environmental 
conditions are generally those conditions which are not under the control 
of an organisation, management, entrepreneurs but these factors have their 
greatest influence over organisational effectiveness and development 
which in turn influence entrepreneurs quality of work life. 
On the basis of these dimensions, a scale was developed for 
measuring entrepreneurs QWL which is entirely different from the 
employees' QWL measures. It will not be wrong to highlight the 
contention here that effort for enhancing employees QWL is not possible 
unless entrepreneurs are experiencing positively high quality of life or 
have the positive perception towards their quality of life. Therefore, the 
endeavour of the present study has definitely filled the void of knowledge 
by undertaking the phenomenon of the quality of life of entrepreneurs. 
It has already been mentioned that Quality of work life of 
entrepreneur's have probably not been studied and as a result to this fact 
no direct similar studies are available, although, the phenomenon of QWL 
has been occupying special interest and attention of researchers, 
supervisors and managers since the late 1960s. The early studies of Lawler 
(1968), Seashore and Barnowe (1972), Flangers (1974), etc. had only 
undertaken the issues pertaining wages, whereas. West (1969), Ganguiy 
and Joseph (1969), Bell (1974), Jhonson (1975), etc. had undertaken 
working hours and working conditions in a quest for studying QWL. 
Thereafter, gradually in quick succession issues after issues emerged and 
were undertaken in the guest for improving employees' QWL and during 
the last one decade wide varieties of problems appeared like intrinsic -
extrinsic factors, social support, physical health (Astun and Lavery, 1993); 
joint union -management programmes (Fields and Thacker, 1992); 
technological change (Long and Richard, 1993); employees background 
variables and motivational variables viz., job satisfaction, work 
involvement, job involvement (Karrir and Khurana, 1996; Barkat and 
Ansari, 1997); organisational climate (Srivastava, 1996); socio-psycho-
personality variables (Nasreen and Ansari, 1997) and other factors were 
studied as determining variables far employees' quality of working life. 
Apart from the referred host of studies Lan and May (1998) studying win-
win paradigm of QWL and business performance, found the support to a 
paradigm that align the interests of the investor, manager, and employees 
stakeholders into a win-win situation. Finding of this empirical study 
suggest that with high quality of work life business can also enjoy 
exceptional growth and profitability. 
There are very few available research evidences which have 
studied entrepreneurs, Javillonar and Goege (1973) tested three different 
hypotheses (a) "entrepreneurs whose first occupations were in business 
would be more likely to have nAch entrepreneurs from non-business 
backgrounds" (b) entrepreneurs who assumed responsibility for initiating 
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their factory would have higher nAch than non-initiators and (c) "an 
individual performing an occupational role which is congruent with his 
psychological needs don't fit the role requirement of his occupation", 
which were found rejected. The findings of Javillonave and George (1973) 
clearly emphasize that entrepreneur's success is not the function of family 
background and other personality factors. In a slightly similar investigation 
Babb and Babb (1992) advocated that Type A behaviour, need for 
achievement, ascendency, emotional stability and personal relations are the 
traits which significantly differentiated entrepreneurs and non-
entrepreneurs. This study has not been found supporting to the finding of 
Javillonare and George (1973). The finding of Babb and Babb (1992) was 
indirectly in consonence with the finding of Buttner (1992) who had found 
that entrepreneurs particularly with Type B personalities were more 
stressful and less satisfied. 
In one study Stimpson et al. (1993) indicated that in the United 
States both male and female entrepreneurs had higher score on irmovation, 
achievement and personal control than non-entrepreneurs. Moreover they 
also advocated that in India both male and female entrepreneurs scored 
higher than nonentrepreneurs on personal control. 
In one of the very significant study based on the analysis of the 
biographies of six entrepreneurs involved in successful business process, 
Hamid (1993) argued that the outcome of the entrepreneurial process is 
emergent from a complex interaction between entrepreneur, the 
environment, chance events, and prior performance. 
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It has already been mentioned earlier, time and again, that the 
phenomenon of QWL of entrepreneurs have not been studied and whatever 
the studies we have mentioned have studied entrepreneurs from the 
perspective other than their quality of work life. Because of such reason 
there was a complete void which has been filled through the present 
research endeavour. 
In the light of comprehensive preceding descriptions, it is evident 
that the effort of the present investigation for studying 'organisational 
development as a function of OC and QWL - a comparative study of 
Hindu-Muslim entrepreneurs' have never been studied earlier since such 
studies are very important not only for organisational effectiveness, 
growth and development but for the development of the nation at large so, 
the findings of the present investigation will definitely help in identifying 
the determiners including resources and their influence on organisational 
development. The findings may also be generalised in maintaining and 
developing similar small scale industries which are definitely the back-
bone of the masses who get increasing avenues of employment and thereby 
enhancing their QWL. 
HYPOTHESES : 
At length, it is imperative to mention the main objectives of the 
present investigation, The objective in a broader sense is very much 
evident from the title of the study but micro level in-depth investigation 
in the present study can be witnessed from the numerous hypotheses. It is 
also necessary to mention here that since no direction of effects have 
been provided by earlier studies because of the complete absence so, the 
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null-hypotheses were framed for empirical testing which follow : 
Hoi : Technological change - a dimension of OC will not influence 
any of the dimension of OD or OD as a whole for the total 
sample. 
Ho2 : Human aspect - a dimension of OC will not influence any of 
the dimension of OD or OD as a whole for the total sample. 
Ho3 : Structural change -a dimension of OC will not influence any of 
the dimension of OD or OD as a whole for the total sample. 
Ho4 : Organisational policy -a dimension of OC will not influence 
any of the dimension of OD or OD as a whole for the total 
sample. 
Ho5 : Supervisory style - a dimension of OC will not influence any of 
the dimension of OD or OD as a whole for the total sample. 
Ho6 : Compensation system - a dimension of OC will not influence 
any of the dimension of OD or OD as a whole for the total 
sample. 
Ho7 : OC will not influence any of the dimension of OD or OD as a 
whole for the total sample. 
Ho8 : Personal factors - a dimension of QWL will not influence any 
of the dimension of OD or OD as a whole for the total sample. 
Ho9 : Organisational factors - a dimension of QWL will not influence 
any of the dimension of OD or OD as a whole for the total 
sample. 
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HolO : Environmental factors - a dimension of QWL will not influence 
any of the dimension of OD or OD as a whole for the total 
sample. 
Ho 11 : QWL will not influence any of the dimension of OD or OD as 
a whole for the total sample. 
Hol2 : Technological change - a dimension of OC will not influence 
any of the dimension of OD or OD as a whole in case of Hindu 
entrepreneurs. 
Hol3 : Human aspect - a dimension of OC will not influence any of 
the dimension of OD or OD as a whole in case of Hindu 
entrepreneurs. 
Hol4 : Structural change - a dimension of OC will not influence any of 
the dimension of OD or OD as a whole in case of Hindu 
entrepreneurs. 
Hol5 : Organisational policy - a dimension of OC will not influence 
any of the dimension of OD or OD as a whole in case of Hindu 
entrepreneurs. 
Ho 16 : Supervisory styles - a dimension of OC will not influence any 
of the dimension of OD or OD as a whole in case of Hindu 
entrepreneurs. 
Hol7 : Compensation system - a dimension of OC will not influence 
any of the dimension of OD or OD as a whole in case of Hindu 
entrepreneurs. 
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Hoi 8 ; OC will not influence any of the dimension of OD or OD as a 
whole in case of Hindu entrepreneurs. 
Hol9 : Personal factor - a dimension of QWL will not influence any 
of the dimension of OD or OD as a whole in case of Hindu 
entrepreneurs. 
Ho20 : Organisational factor - a dimension of QWL will not influence 
any of the dimension of OD or OD as a whole in case of Hindu 
entrepreneurs. 
Ho21 : Environmental factor - a dimension of QWL will not influence 
any of the dimension of OD or OD as a whole in case of Hindu 
entrepreneurs. 
Ho22 : QWL will not influence any of the dimension of OD or OD as 
a whole in case of Hindu entrepreneurs. 
Ho23 : Technological change - a dimension of OC will not influence 
any of the dimension of OD or OD as a whole in case of 
Muslim entrepreneurs. 
Ho24 : Human aspect - a dimension of OC will not influence any of 
the dimension of OD or OD as a whole in case of Muslim 
entrepreneurs. 
Ho25 : Structural change - a dimension of OC will not influence any of 
the dimension of OD or OD as a whole in case of Muslim 
entrepreneurs. 
Ho26 : Organisational policy - a dimension of OC will not influence 
any of the dimension of OD or OD as a whole in case of 
Muslim entrepreneurs. 
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Ho27 : Supervisory style - a dimension of OC will not influence any of 
the dimension of OD or OD as a whole in case of Muslim 
entrepreneurs. 
Ho28 : Compensation system - a dimension of OC will not influence 
any of the dimension of OD or OD as a whole in case of 
Muslim entrepreneurs. 
Ho29 : OC will not influence any of the dimension of OD or OD as a 
whole in case of Muslim entrepreneurs. 
Ho30 : Personal factor - a dimension of QWL will not influence any 
of the dimension of OD or OD as a whole in case of Muslim 
entrepreneurs. 
Ho31 : Organisational factor - a dimension of QWL will not influence 
any of the dimension of OD or OD as a whole in case of 
Muslim entrepreneurs. 
Ho32 : Environmental factor - a dimension of QWL will not influence 
any of the dimension of OD or OD as a whole in case of 
Muslim entrepreneurs. 
Ho33 : QWL will not influence any of the dimension of OD or OD as 
a whole in case of Muslim entrepreneurs. 
The afore-mentioned hypotheses will be empirically tested and 
thereafter, signiflcant predictors of OD could have been successfully 
identified which may help the organisations specially to the powerloom 
entrepreneurs to develop their organisations by properly handling the 
predictors of OD. 
Chapter - II 
MS7'»0VC^0^'^ 
Edward (1968) reflecting his view regarding research says that "in 
research we don't haphazardly make observation of any and all kinds, but 
rather our attention is directed towards those observations that we believe 
to be relevant to the questions we have previously formulated. The objective 
of research, as recognised by all sciences, is to use observation as a basis 
for answering questions of interest". Edward contended that every scientific 
investigation starts with the identification of problem and formulation of 
hypotheses before undertaking operative of research. In fact for testing 
hypotheses researcher has to carefully adopt appropriate research design, 
make the choice of standardized tests and tools, select sample through 
appropriate sampling technique and thereafter, to adopt sound procedures 
for collecting data and finally having tabulated the data, appropriate 
statistical treatments are given to the data for obtaining results. 
The enumerated steps are inherent in all scientific study which 
enhance the objectivity of research endeavour. Therefore, the findings 
obtained through scientific procedure may be generalised to predict the 
relationship between the variables and also to predict cause - effect 
relationship of the observable and sometimes inferred entities or 
phenomenon present in the universe. 
The present endeavour being an empirical investigation was aimed 
at studying organisational developmnent as a fiinction of OC and QWL - A 
comparative study of Hindu-Muslim entrepreneurs, therefore, following 
steps were taken for undertaking the task. 
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SAMPLE 
A sample is a small group or a fraction of a population representing 
to the entire population. Mohsin (1984) contended that "sample is a small 
part of the total existing events, objects or the information". Kerlinger 
(1983) believed that sample is a portion of population or universe as to be 
the representative of that population or universe. Thus, sampling is a 
process for drawing a small portion of population representing to the entire 
population, selected for the observation. The purposive random sampling 
technique was used to select sample for the study. By making observations 
on the appropriate sample, it is possible to draw reliable inferences or make 
generalisation specially on the population as a whole from where the 
samples are drawn. 
The problem of the present investigation had made us bound to only 
make a comparative study of Hindu-Muslim entrepreneurs, therefore, it was 
decided to conduct survey on powerloom entrepreneurs from Bhiwandi - a 
well known textile manufacturing city situated near Mumbai in Maharashtra 
state. Bhiwandi has a very long history of being a textile centre of India, 
where technology for textile manufacturing have been modernizing from 
handloom (Kargha) to the present installation of automatic looms passing 
through the phase of powerlooms. Similarly, there has always been change 
in the quality and the type of yam used in manufacturing the textile 
products. In fact, competitions in the textile world have been forcing the 
entrepreneurs to bring changes - specially in technology, design and quality 
of product to meet the market demands and winning the consumers 
expectations. 
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The sample of the present study consist of N = 275 entrepreneurs 
comprising Hindu entrepreneurs (n = 130) and Muslim entrepreneurs (n = 
145). The rationality behind this composition is that population of Bhiwandi 
is mixed and around 55% are Muslim entrepreneurs and 45% are Hindu 
entrepreneurs. The break of the sample is given in Table 2.1. 
Table 2.1 
Break Up Of The Sample 




And sample characteristics have been shown in Table 2.2. 
TOOLS USED 
In order to have a clear cut understanding of human behaviour, 
psychological tests are developed and used. As we know that human 
behaviour is very complex which vary because of the composition of the 
interaction of the complex outer environment with the complex psycho-
physical make-up of the individual being. It is, indeed, true that 
psychological tests have the power to understand personality attributes and 
in predicting behaviour of an individual. The level of reliability in 
understanding human-being depends upon the fact that how much reliable 
and valid the psychological tool is. 
There are different types of psychological tests, e.g., projective, 
questionnaire etc. The questionnaire method has been considered as the 
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most convenient and favourable instrument which have also been used in the 
present investigation. A questionnaire consist of number of statements/ 
questions and the respondents are required to answer each statement/ 
question according to the instruction given to the subjects. The description 
of the questionnaire/scales used in this study follow : 
Organisational Development Scale (OD Scale) 
Organisational development scale was developed by researchers. 
The scale consists of 26 items, based on 10 dimensions (Appendix-I). Item 
analyses of the scale which was done on the sample of N=250 justifies the 
efficacy of all the statements incorporated in the scale as the items 
correlation with the composite score ranges from r = .19 to r = .69 are 
found significant beyond .01 level (Appendix-II). These dimensions which 
have been the basis for measuring OD are : 
(1) Turnover (TO) 
(2) Employees Satisfaction (ES) 
(3) Employees Participation (EP) 
(4) Mutual Trust (MT) 
(5) Concern for Consumer Satisfaction (CCS) 
(6) Discipline in Organisation (DO) 
(7) Quality Control (QC) 
(8) Government Trade Policy (GP) 
(9) Political Uncertainties (PU) 
(10) Awareness Campaign Strategy (ACS) 
All the statements given in the questionnaire are positively phrased, 
therefore, the scoring of the scale is very simple. Higher score on the scale 
51 
refers to very high or highly satisfactory OD whereas, low score refers to 
very low or highly unsatisfactory OD. The scale is found highly reliable as 
obtained value of Cronbach alpha .85 is substantially very high (Appendix-Hi). 
Organisational Change Scale (OC Scale) 
This scale was also developed for using in the present study. The 
scale comprises of 6 dimensions incorporating 21-items in all (Appendix-IV). 
The dimensions concerned in the scale are as follow : 
(1) Technological Change (TC) 
(2) Human Aspect (HA) 
3) Structural Change (SC) 
(4) Organisational Policy (OP) 
(5) Supervisory Style (SS) 
(6) Compensation System (CS) 
The item analysis of the scale were made by obtaining correlation 
value of each individual item with the composite OC score which ranged 
from r = .44 to r = .72 were found significantly very high beyond .01 level 
(Appendix-V). The reliability of the scale was ascertained by obtaining the 
value of Cronbach alpha 0.91 which is highly significant even beyond .01 
level that confirms the reliability of OC scale (Appendix-VI). 
The respondents were required to rate each item of the 
questionnaire on a 5-point scale. All items were positively phrased where 
very high score denotes to high effort being taken for change and contrary 
to it low score refers to very low effort being undertaken for change. 
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Quality of Work Life Scale (QWL Scale) 
For measuring entrepreneurs quality of work life the scale was also 
developed by the researchers. This scale has 20 items covering three 
dimensions which are given below : 
(1) Personal Factors (PF) 
(2) Organisational Factors (OF) 
(3) Environmental Factors (EF) 
On this scale the respondents were required to rate each statement 
on a 5-point scale by giving a score of'1' when they felt highly dissatisfied 
with the conditions and the score of'5' when they felt highly satisfied with 
the conditions (Appendix-VII). Here, also like OD scale,summing up of the 
scores of each dimensions indicated entrepreneurs level of QWL with 
regard to each facet. Moreover, the summation of the total scores of the 
scale irrespective of dimensions indicate overall picture of the level of 
entrepreneurs QWL perception. 
Item analyses correlation value of each item with the composite 
scores of QWL found to be ranging between r = .37 to r =.71 which were 
highly significant even beyond .01 level of confidence (Appendix- Vni). The 
reliability of the scale also found confirmed on the basis of obtained 
Cronbach alpha value = .89 which is highly significant (Appendix-IX). 
Biographical Information Blank (BIB) 
For recording background information of entrepreneurs -
biographical information blank (BIB) was prepared that includes 
respondents age, sex, religion, marital status, number of dependents, name 
of the firm, total work experience, educational qualification, training 
received, general health, yearly turnover of last five consecutive years and 
percentage of profit (Appendix-X). 
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STATISTICAL ANALYSIS 
Multiple regression analysis which is considered as a powerful 
statistical technique that allows to assess the relationship of several 
independent variables (IVs) simultaneously with one dependent variable 
(DV), was u?od to give statistical treatment to data. Multiple regression 
technique has three methods namely, multiple, hierarchial and stepwise. The 
difference between these methods involve the way variables enter the 
equation. The terms regression and correlation are used more or less 
interchangeably. The regression is generally used when the intent of 
analysis is for prediction, whereas, correlation is used when the intent is to 
measure degree of association. 
The multiple regression analysis was used to establish a 
relationship, expressed via an equation, for predicting typical values of one 
criterion variable given the values of a set of predictor variables. 
In this study stepwise method for isolating the predictors, was used. 
Using this method through computer SPSS package the first predictor 
variable entered in the euqation on the basis of having highest partial 
correlation with the criterion variable. If the predictor variable passes the 
criterion, the second variable is selected on the basis of highest partial 
correlation. The process continues until no more useful information c>i'i be 
gleaned from further addition of variables. The main variable predicting 
dependent variable are confirmed by significant T value. 
The proficiency of stepwise multiple regression analysis is found 
to be very high as it successfully isolated predictor variables that fulfilled 
the very objective of the present endeavour and ascertained to significance 
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Chapter - / / / 
The present chapter will be fully devoted to present findings and 
their interpretations. It is amply clear from the very topic of present 
research that this endeavour was undertaken to study organisational 
development as a function of OC and QWL of Hindu-Muslim 
entrepreneurs and in this regard number of null-hypotheses (pp. 43 to 46) 
were framed. In view of the objectives of the study, stepwise multiple 
regression analysis was considered to be the most suitable statistics and 
hence, the same was run with the help of SPSS package in analysing the data. 
The analysis of the study were undertaken in three phases. In the 
first phase total sample of Hindu-Muslim entrepreneurs were taken, in the 
second phase only Hindu entrepreneurs data were analysed whereas, in the 
third phase of analysis the samples of Muslim entrepreneurs were 
undertaken. In the same sequence the results will be described and 
discussed that follow. 
RESULTS OF THE TOTAL SAMPLE OF ENTREPRENEURS 
(N = 275) 
According to our plan we are undertaking the results of total 
sample that comprises both Hindu and Muslim entrepreneurs which were 
drawn from Bhiwandi - a mini city of textile industries. It is to remind 
again that this study was conducted on entrepreneurs - a group of people 
having their share in increasing national per capita income and to provide 
services to mass population through the production of quality clothes. The 
details of the findings follow which have been obtained through stepwise 
multiple regression analysis. ^ 
- T- ^5"^2' 
56 
Predictors (IVs) of OD facet viz., 'Turnover' (DV) 
Table 3.1 depicts on the basis of stepwise multiple regression 
analysis and its obtained value of F = 37.66831 which is significant quite 
beyond .01 level that the numerous dimensions of OC and entrepreneurs' 
QWL and these in totality (IVs) significantly influence on one of the 
dimension of OD (DV) viz., 'turnover'. 
Extending multiple regression analysis, the analysis itself isolated 
the independent variable which are in equation (predictors) and those 
variable which are not in equation (non-predictors). Therefore, it is evident 
from Table 3.1 A that Vjj (i.e. 'entrepreneurs' QWL' as a whole) entered 
first in the equation, V^ ('organisational policy' - a facet of OC) entered 
second in equation and V,^ (i.e. 'environmental factor' - a dimension of 
QWL) entered third in equation and thereafter, none of the independent 
variables could have been entered in equation and as a consequent to it Vjj 
(t = 5.155), V4 (t = 2.196) and V^^ (t = 1.985) have been found as 
predictors of organisational 'turnover' - a facet of OD. Because of it null 
hypotheses Hol l , Ho4, and Ho 10 pertaining to effect of these IVs stand 
rejected. 
Moreover Table 3.IB have clearly isolated the independent 
variables which have not been taken into the equation by SPSS package to 
predict organisational 'turnover' - a facet of OD. 
Among all the three tables we are highly concerned to Table 3.1 A 
which gives us clear picture of the predictor variables. The interpretations 
of the 'turnover' predictors are given below : 
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Table 3.1 
Stepwise Multiple degression Analysis 
Inflxiencea of IVs on 'Turnover* - A Facet of OD (DV) 
(Total Sample. N = 275) 
Multiple R .5^248 
R Square .29428 
Adjusted R Square .26647 
Standard Error 1.29255 
Analysis of Variance 
DF Sum of Squares Mean Square 
Regression 3 188.79500 62.93167 
Residual 271 452.75409 1.67068 
F •= 37.66831 Signif F =- .0000 
Table 3.1A 
Variables in the Equation 
Variable B SE B Beta T Sig T 
V11 .11771 .02283 .74108 5.155 .0000 
V4 .07773 .03540 .11901 2.196 .0290 
V10 -.07846 .03952 -.28010 -1.985 .0481 
(Constant) .97837 .60575 1.615 .1074 
Table 3.IB 
Variables not in the Equation 
Varicxble Beta In Partial Min Toler 
VI -.01543 -.01483 .12493 
V2 .05728 .05569 .12550 
V3 -.03882 -.03638 .12590 
V5 .07834 .07899 .11486 
V6 -.02352 -.02482 .12577 
V7 .03515 .02558 .12323 
V8 -.01333 -.01109 .06587 
V9 .04153 .02135 .06068 




















From the pattern of the findings QWL as a whole (Vj,) has 
emerged to be the most important predictor of 'turnover' - a facet of OD. 
This finding seems quite logical as entrepreneurs 'QWL' is definitely a 
most significant aspect in determining organisational 'turnover' (an OD 
facet). 
In the preceeding Chapter 1 we have already mentioned that 'QWL' 
of entrepreneurs, generally, comprising personal, organisational, and 
environmental factors that impinge upon to give shape to psycho-social 
makeup of entrepreneurs' personality which either facilitate or hinder the 
conducive practices helping the organisational 'turnover' to grow, keeping 
it stable or getting it reduced. 
It is imperative to remind here that 'QWL' measure of 
entrepreneurs' encompases 'personal factors' like family support and trust 
of family members, 'organisational factors' like companies growth, status, 
financial conditions etc; and 'environmental factor' which can also be 
referred to outside the organisational environment includes the factors like 
availablity of skilled workers, raw material, power (electricity) conditions, 
which combined together influence entrepreneurs 'QWL' and intum 'QWL' 
as a whole make entrepreneurs satisfied with the total in and outside the 
work conditions. Entrepreneurs' satisfaction with their perceived 'QWL' 
has its impact over companies prospects specially the 'turnover' - an 
important indicator of organisational growth and development. It is the 
matter of fact that all productive organisations have greater focus on their 
'turnover' which is directly determined by employees' efficiency and total 
work conditions and moreover increasing 'turnover' decreases cost of 
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production which is an inevitable aspect in competing the competitive 
local, national and the global market in general. Keeping in view of all 
these aspects, however, 'entrepreneurs QWL' is a major source of 
organisational 'turnover' for its growth and development. 
After 'QWL' (Vjj), 'organisational policy' (V^) - an aspect of OC, 
has emerged second important predictor of 'turnover' (an OD facet) as its 
t-value has been found significant well beyond .05 level (Table 3.1 A). 
It is observed that those organisations which are making efforts 
for organisational change generally emphasize over 'technological change', 
'change in compensation system' but 'organisational policies' are specially 
highly neglected and are rearly updated in tune with the contemporary 
conditions prevailing in a particular time and place though, all aspect of 
OC are then outcome of 'organisational policy'. In the present case 
'organisational policy' covers the policy regarding organisational 
production, working styles and decision regarding the concept of regular 
employment. Since these aspects are very much significant and are highly 
based on 'organisational policy', so 'organisational policy specially 
pertaining to these and other aspects of work become instrumental in 
determining 'turnover' of an organisation. Organisations having a regular 
eye over their policies and bring change in these to cope with both in 
(within organisation) and outside (off the organisation) the organisations 
challenges and it is further imperative to point out that the policies must 
always be flexible as only flexibility can handle properly all sorts of 
complex net-working of problems. 
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'Environmental factor' (VJQ) - a facet of QWL is the third variable 
which entered to the equation predicting organisational 'turnover'. 
'Environmental factors' pertaining to entrepreneurs QWL cover availability 
of raw material, skilled workers, worker efficiency, customers' conditions 
of payment, etc. which do influence the level of entrepreneurs' QWL and 
entrepreneurs' satisfaction with their QWL make them motivated to take 
care of production or 'turnover' which has usually been the major objective 
of any organisation. In brief, it is to say that the fmdings highlighted in 
Table 3.1 A reflect the greater importance of 'entrepreneurs' QWL' and 
'organisational policy' - an aspect of OC in predicting the 'turnover' of an 
organisation. On the other hand, independent variables (IVs) viz., 
technological (Vj), human (Vj), structural (V3), supervisory styles (V^), 
compensation system (V )^ - aspects of OC, OC as a whole (V^), and 
personal (Vg) as well as organisational (V^) factors failed to be 
significantly placed within the equation, hence are found non predictors of 
organisational 'turnover' - a dimension of OD. Therefore, all the null 
hypotheses pertaining to these variables (IVs) are found accepted. 
Predictors (IVs) of OD facet viz., 'Employees Satisfaction* (DV) 
Table 3.2 highlights the effect of IVs on 'employees' satisfaction' 
(DV) - an indicator of OD. From the value of F = 39.37567, it is evident 
that predictors show their significant influence on one of the OD 
dimension viz., 'employees satisfaction'. The analysis further isolated 
predictor variables of'employees satisfaction' as predictors Vjj (QWL), 
Vj (human aspect), V3 (structural change) and Vj (supervisory style) having 
t values- t = 8.949; t = 3.434; t = 2.865; and t = 2.446 respectively. 
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Table 3.2 
Stepwise Multiple degression Analysis 
Influence of TVs on 'Employees Satisfaction' - A Facet of OD (DV) 
(Total Sample, N = 275) 
Multiple R .60698 
R Square .36842 
Adjusted R Square .35907 
Standard Error 2.00266 






F = 39.37567 
Sum of Squares 
631.68913 
1082.87784 


























































































End Block Number PIN = 050 Limits reached. 
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These values are found highly significant beyond .01 level except in the 
case of Vj which is significant beyond .05 level (Table 3.2A). Therefore, 
null hypotheses Hoi 1, Ho2, Ho3 and Ho5 stand rejected. 
Again entrepreneurs perceived QWL appeared as the most 
important predictor variable of 'employees satisfaction' - an indicator of 
OD (DV), other than 'turnover'. It is pertinent to highlight that 'turnover' 
and 'employees satisfaction' - both the indicator of OD are closely related 
and it will not be wrong even to say that 'employees satisfaction' is 
generally instrumental for organisation rate of turnover. Therefore, the 
significant influence of entrepreneurs' QWL as a predictor variable to 
'employees satisfaction' carries the same interpretations which have 
already been given pertaining to 'QWL' - 'turnover' relationship (Table 
3.1A). 
There is a general observation that people perceive others the 
same way as they perceive themselves, therefore, when an individual has 
high quality of life is also most likely to see others highly satisfied, 
otherwise, people experiencing poor quality of work life may show 
sadistic attitude towards others and may only feel pleasure when the 
people working under them are in the state of distress. In view of such 
observations it is highly important to make a point that for an 
organisational success and growth the quality of life of an entrepreneurs is 
definitely necessary. 
Table 3.2A reveals that 'human aspects' - a dimension of OC, if 
have been properly taken v^ithin the strategy of change has its significant 
influence on 'employees satisfaction' (DV) as its obtained t-value, t = 
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3.434 is highly significant well beyond .01 level. Hence our hypothesis 
Ho2: that human aspect - a dimension of OC will not influence any of the 
dimension of OD stands rejected. 
It is imperative to describe our firm conviction here that 'human 
aspect' have always been the key aspect as will to work is a necessary 
dimension for organisational development. There is a saying that 'you can 
take the horse into water but you can't make him drink unless the horse is 
thirsty' clearly emphasize to the fact that human motivation and will to 
work are the significant aspects related to human beings (employees) that 
can be properly utilised by enhancing their motivation through change 
components which are now considered as HRD components like training 
and other aspects influencing employees' interpersonal relationship in a 
broader sense. Therefore, caring about 'human aspects' is found to its 
positive and significant influence on 'employees satisfaction' as each and 
every employee from bottom to top experience real satisfaction at work 
when they have perfection in the job activities they are performing. If you 
make a micro analysis of the nature of an employee and go into his core of 
the heart then you will come across the fact that people not knowing the 
job well may not experience satisfaction even to the moderate level 
whereas, a highly skilled employee may enjoy working and the later may 
be highly instrumental in the development of an organisation. 
Before going to have a discussion about the impact of 'structural 
change' - a dimension of OC on 'employees satisfaction' - a facet of OD 
(DV), we feel necessary to keep on record here that what steps are taken 
in an organisation to improve organisational effectiveness, all activities 
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are basically influencing on individual employee as well as the employees' 
as a whole. Here 'structural change' has been found to predict significantly 
'employees satisfaction' (Table 3.2A) which clearly carries the meaning 
that 'structural change' is for enhancing employees' motivation, 
satisfaction, efficiency and then thereby achieving the objective of 
organisational effectiveness. Again it is to point out with firm conviction 
that minus human being all the phenomena are absolute in dynamic positive 
function. 
Thus, 'structural change' (V3) has been found significantly 
predicting 'employees satisfaction' - a facet of OD (DV) and consequently 
hypothesis Ho3 stands rejected. In view Of the finding 'structural change' 
according to the need and time seems to be very necessary to fit with the 
employees expectation as changing socio-cultural values and aspect change 
the psycho-social make up of the employees hence, to keep employees 
satisfaction well beyond adequate level 'structural changes' in a global 
sense in an organisation are highly necessary. Otherwise, incompatiable 
'structural change' may fail to enhance 'employees satisfaction' and thereby 
failing in the attainment of organisational goals and objectives promoting 
toOD. 
Formally, since the emergence of human relation movement in 
1920s, 'supervisory styles' has been realised as a very significant 
determiner of employees' work satisfaction. In the same is confirmed from 
the present finding where one of our independent variable 'supervisory 
styles' (Vj) - a facet of OC has been found significantly predicting 
'employees satisfaction' - a facet of OD (DV) as obtained t = 2.446 is 
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significant beyond .05 level (Table 3.2A). Hence, our hypothesis Ho5 that 
is 'supervisory style' will not influence any of the dimension of OD has 
been rendered rejected. 
The finding is evident to the fact that more and more democratic 
supervisory behaviour is highly instrumental for enhancing 'employees 
satisfaction' and both combine together may determine OD. 
Apart from the above predictrors remaining IVs failed to predict 
'employees satisfaction' - a facet of OD as t-values ranging from t = .232 
to t = 1.643 are all found insignificant even at .05 level of confidence 
which are evident from Table 3.2B. Therefore, null hypotheses related to 
IVs (Vj, V4, Vg, Vj, Vg, V9 and VJQ) and 'employees satisfaction' (DV) are 
found to be accepted. 
Predictors (IVs) of OD facet viz., 'Employees Participation' (DV) 
It is clear from the Table 3.3 that IVs have their significant 
influence on OD's one of the facet viz., 'employees participation' as 
obtained F = 42.10954 is very very highly significant far beyond .01 level. 
In quest of identifying the different predictors it is found that 
again interestingly the same IVs i.e. 'QWL' (Vjj), 'supervisory styles' (V^), 
'structural change' (V3), and human aspects (Vj) have emerged to influence 
another OD dimension that is 'employees participation' (Table 3.3A) 
hence, null hypotheses related to these again rendered rejected but what 
difference is witnessed is that of the hierarchical change of IVs influence 
compared to hierarchy given in Table 3.2A. 
66 
Table 3.3 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Employees Participation' - A Facet of OD (DV) 
(Total Sample, N = 275) 
Multiple R .6198? 
R Square .38118 
Adjusted R Square .37505 
Standard Error 4.65409 






F = 42. 10954 
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In the light of the above fact, there is no necessity here to discuss 
each predictor separately with OD's dimension viz., 'employees 
participation' as interpretation remains the same as given in the context of 
Table 3.2A but it will also be necessary to give a general remark on the 
predictive efficiency of IVs relating to 'employees participation' 
dimension of OD. So far as 'employees participation' (DV) is concerned it 
is highly related to the aspect of 'employees satisfaction' (DV) as greater 
employees avenues to participate in organisation decision making process 
contribute to 'employees satisfaction' and in turn 'employees satisfaction' 
keep an employee to take an active participation in organisation decision 
making process, hence, both the factors can be considered as highly inter-
dependent. This is the reason why, it was conceived that the interpretation 
remains valid here too which have already been given under Table 3.2A. It 
is further to point out that since there is no change in the predictors 
variable given in Table 3.2A and Table 3.3A, so the remaining same 
variables (Table 3.2B) are found none predictors here too (TAble 3.3B) 
and consequently the fate of the null hypotheses pertaining to these IVs 
remains the same i.e. the acceptance of null hypotheses. 
Predictors (IVs) of OD facet viz., 'Mutual Trust' (DV) 
'Mutual trust' - one of the facet of OD is an important factor 
which helps the organisation to grow and develop is found to be influenced 
by number of predictor variables as it is indicated by the significant 
F = 13.12032 which is quite high from ,01 level of confidence (Table 3.4). 
Table 3.4A spelling out the predictor variables clearly highlighted 
that 'human aspect' (Vj), 'compensation system' (V^), 'QWL' (Vjj) and 
68 
'supervisory style' (Vj) are influencing 'mutual trust' - a facet of OD (DV) 
as their obtained t-values; t = 3.017; t = 3.595; t = 2.610; and t = 2.345 
respectively are found highly significant. It is clear from the result that in 
the preceeding Table 3.2A and Table 3.3A only variables Vj, Vjj and Vj 
were emerge as predictors, whereas in the present case in addition to these 
predictors variables V^ (compensation system) also appeared to be the 
predictor of 'mutual trust' - a facet of OD. 
As has already been mentioned that 'mutual trust' is one of the 
important dimension of OD which accelerate the rate of growth and 
development of an organisation. Since modem organisational functioning 
is totally based on mutual coordination at both horizontal and vertical level 
of an organisational structure, so building and maintaining 'mutual trust' 
among employees is a big question to which every organisation should take 
proper care and it is evident from the finding here that caring about 'human 
aspect', 'compensation system', 'supervisory styles' and 'entrepreneurs' 
QWL' are found instrumental in developing 'mutual trust' among 
employees. Giving a rurming commentary over the predictor variables, it is 
to say that entrepreneurs effort to care employees by giving them proper 
compensation and to provide them adequate supervision may help to the 
great extent in building 'mutual trust' among employees at work. Moreover, 
it is very much pertinent to keep on record here that all such aspects can 
be properly executed and maintained when entrepreneurs or the persons 
entrusted with these activities like HR personnels are themselves 
experiencing or perceiving high quality of work life in the context of their 
organisation. Hence, organisational change should be considered as an 
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Table 3.4 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Mutual Tnst' - A Facet of OD (DV) 
(Total Sample, N = 275) 
Multiple R .403^1 
R Square .•16271-
Adjusted R Square .15034 
Standard Error 1.27774 






F = 13.12032 
Sum of Squares 
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important organisational function to accelerate the working and 
functioning of all the resources relevant to organisational effectiveness 
and development at large. 
The fmding given in Table 3.4A outrightly rejects the null 
hypotheses relating to V^ (Ho2), V^ (Ho6), V„ (Roll), and Vj (Ho5) as 
these found predictors of 'mutual trust' - an OD facet, whereas, the 
remaining null-hypotheses pertaining to Vj (Hoi), V3 (Ho3), V^ (Ho4), V, 
(Ho7), Vg (H08), V5 (Ho9), and V^Q (HolO) were rendered accepted as 
these failed to influence dependent variable viz., 'mutual trust' - a 
dimension of OD (Table 3.4B). 
Predictors (IVs) of OD facet viz., 'Concern for Consumer 
Satisfaction' (DV) 
Table 3.5, on the basis of the obtained F = 20.80024 which is 
significant at quite high level of confidence advocates the significant 
influence of IVs on 'concern for consumer satisfaction' dimension of OD 
and Table 3.5A provides a clear picture that 'organisational change' as a 
whole (V^), 'structural change' - a dimension of OC (V3), and 
'environmental factor' - a dimension of QWL (VJQ) bearing obtained t = 
5.505; t = 3.659, and t = 3.584 respectively are found significant, hence 
predicting one of the dimension of OD viz., 'concern for consumer 
satisfaction'. Because of it the null hypotheses pertaining to the effect of 
these IVs stand rejected. 
So far as the 'concern for consumer satisfaction' - a dimension of 
OD (DV) is concerned it is found that entrepreneurs strategy of bringing 
structural change and a continuous effort for bringing organisational 
change when and where required and entrepreneurs 'QWL' specially the 
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Table 3.5 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Concern for Consumer Sa t i s f ac t i on ' - A 
Facet of OD (DV) 
(Total Sample, N = 275) 
Multiple R .43E62 
R Square . •187-16 
Adjusted R Square .MBM 
Standard Error S.63824 
Analysis of Variance 
DF SufTi of Squares Mean Square 
Regression 3 434.32738 -144.77579 
Residual 27 1 -1886,23989 6.96029 


































Variables not in the Equation 
Variable Beta In Partial Min Tolc-r T Sig T 
VI .02303 .01547 .19779 
V2 -.05002 -.02934 .14012 
V4 -.05042 -.03689 .21147 
V5 .11312 .08622 .20692 1 
V6 -7.609E-03 -.00728 .30197 
V8 .03872 .04070 .32291 
V9 -.11902 -.08173 .32678 -1 
VII -.07733 -.02998 .12222 


















dimension of 'environmental factor' (electricity; availability of skilled 
labour; raw material; demand; etc.) are found to be the significant 
predictors. It is quite pertinent to point out at this juncture that 
'environmental dimension' of entrepreneurs QWL is one of the major 
factor that enhance the attitude and enthusiasm of entrepreneurs to 
undertake greater 'concern for consumer satisfaction'. And moreover, it 
will not be wrong to emphasize that changes either structural or total 
change may be brought with greater interest by entrepreneurs when they 
find environmental dimension of their QWL quite conducive, facilitating 
and profitable, and as a consequence to these, 'concern for consumer 
satisfaction' through cost and quality control is an ultimate result as there 
is a cycle of all inter-woven dimensions of organisational activities. And 
it is to mention that management, employees, and consumers all have their 
opposing goals which organisations have to resolve by promoting and 
enhancing human efficiency at work, e.g., management has the goal of 
achieving high profit, employees need improved working environment 
along with higher compensation (salary and other rewards), whereas, 
consumers want high quality product in a cheaper rate. These opposing 
goals can only be achieved through better strategies now know as HRD 
activities for motivating people at work and making them highly 
productive. According to one law of economics, as the production goes-up 
the cost of productions comes down, hence consumers can be provided 
high quality products in cheaper rates in a highly globalised competitive 
market and intum higher profit can be gained by an organisation and again 
major share of the profit can be utilized to provide better incentive to 
employees to enhance and maintain their motivation along with utilising 
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the share of profit on modernising the organisation to update with high 
tech. This cycle of employees' efficiency, consumer response, 
organisational profit and again its utility for organisational and employees' 
development programmes continue. 
As against Table 3.5A, the Table 3.5B provides a picture of the 
variables not in equation i.e., the variable failed to predict an OD 
dimension viz., 'concern for consumer satisfaction' as their t values 
ranging from t = .120 to t = 1.422 are statistically rendered insignificant 
and ineffect all the hypotheses pertaining to these stand accepted. 
Predictors (IVs) of OD facet viz., 'Discipline in Organisation' (DV) 
It is evident from Table 3.6 that IVs found to predict OD 
dimension viz., 'discipline in organisation' as obtained F = 27.96133 is 
highly significant. Table 3.6A indicates that only two variables viz., 
'environmental factor' (Vj^) - entrepreneurs 'QWL' dimension, and 
'organisational policy' (V )^ - an OC dimension are emerged as predictors 
of employees 'discipline in organisation' - an OD facet (DV). As their t 
values, t = 5.074 and t = 3.973 respectively are statistically 
rendered highly significant. Hence, null hypotheses, HolO and Ho4 
consequently stands rejected. 
It has already been mentioned in the preceeding discussion that 
'environmental factor' - a dimension of entrepreneurs QWL is highly 
important to 'develop and maintain their zeal to take interest in the matters 
of organisation, though in all conditions either good or poor environmental 
response the entrepreneurs have to take proper steps in overcoming the 
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Table 3.6 
Stepwise Multiple Regression Analys i s 
Influence of IVs on 'Disc ip l ine in Organisat ion' - A Facet 
of OD (DV) 
(Total Sample, N = 275) 
Multiple R ,41296 
R Square .1705^. 
Adjusted R Square .16444 
Standcird Error .96676 
Analysis of Variance 
DF Sum of Squares 
Regression 2 5E.26715 
Residual 272 254.22012 
F = 27.96133 Sign if F = .0000 
Table 3.6A 
Variable B SE B Beta 
V10 .05621 .01108 .29033 
V4 .10263 .02583 .22733 
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hurdles and constraints checking and controlling OD. Moreover, it is also 
found important that organisational policy (V^) - a dimension of OC 
specially pertaining to the system of reward and punishment combined 
with supervisory behaviour become instrumental in predicting employees 
'discipline in organisation' (DV). Therefore, these two predictors 
variables, one dimension of entrepreneurs 'QWL' (VJQ) and another the 
dimension of OC (V^) are definitely important variables that must be 
properly taken care of so far as 'discipline in organisation' are concerned 
without which the objective of OD cannot be translated into functional 
reality. 
The Table 3.6B appears to give the detail lists of the variables 
which have not been found in the equation that mean that these variables 
failed to predict so far as employees 'discipline in organisation' (DV) is 
concerned and consequently all the null hypotheses pertaining to these 
variables (FVs) are found accepted. 
Predictors (IVs) of OD facet viz., 'Quality Contror (DV) 
Table 3.7 highlights that 'quality control' facet of OD is the 
function of number of IVs as F = 16.58379 is foimd significant far beyond 
.01 level of confidence. Table 3.7A advocates that three factors viz., OC as 
a whole (V^), 'supervisory style' (Vj) - a dimension of OC, and 
organisational factor (V^) - a facet of entrepreneurs QWL are found to be 
influencing one of the OD dimension viz., 'quality control' as their 
corresponding statistical values t = 5.509, t = 3.514, t = 2.020 
respectively have been found to be highly significant, hence, null 
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hypotheses - Ho7, Ho5, and Ho9 found rejected. Here it seems quite 
logical to have obtained that organisational change and its one facet 
'supervisory style' that have been found to predict 'quality control' - a 
dimension of OD as the present work environment is highly 
technologically advance and the 'quality control' is found to be the 
function of the use of high tech in the production of goods. Therefore, it 
is necessary that entrepreneurs or the management of the organisation 
should always benchmark about the technology involved in production and 
accordingly the most sophisticated techniques and technology be opted for 
'quality control'. Moreover, only 'quality control' is not the criterion for 
determining OD but rate of organisational turnover is equally important 
that can be control by effective supervisory behaviour. It is also necessary 
for 'quality control' that 'organisational factors' - a dimension of 
entrepreneurs' QWL is also very relevant because without conducive 
environmental conditions quality control as a whole is not possible. In a 
nutshell, it can be said without any reservation that organisational change 
in general, supervisory behaviour in particular along with environmental 
conditions - a factor of entrepreneurs QWL are all important for 
organisational 'quality control' and as a consequent to it organisation may 
enjoy greater positive response from the market giving higher profit to the 
organisation and in turn to boost organisational survival, growth and 
development. 
Contrary to the above three IVs (V,, Vj, and V )^ remaining IVs 
have not been found in equation hence, the contended null-hypotheses 
related to these variables stand accepted. 
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Table 3.7 
Stepwise Multiple Regression Analysis 
Influence of TVs on 'Quality Control' - A Facet of OD (DV) 





Analys i s 
R .3938^ 
.15511 
R Square .14576 
Error .95118 
of Variance 
DF Sum of Squares 









Variables in the Equation 
Variable B SE B Beta T Sig T 
V7 .04134 7.50466E-03 .46051 5.509 .0000 
V5 -.12635 .03595 -.27717 -3.514 .0005 
V9 .03304 .01635 .12749 2.020 .0443 
(Constant) ,96264 .41613 2.313 .0215 
Table 3.7B 
Variables not in the Equation 



















































Predictors (IVs) of OD facet viz., 'Government Trade Policy' (DV) 
'Government trade policy' - an OD facet is also found to be 
influenced by IVs as F = 17.09896 is found highly significant (Table 3.8). 
Multiple regression further revealed that only two independent variables 
viz., 'supervisory style' - an OC dimension, and 'organisational aspect' - a 
dimension of entrepreneurs QWL found to have their significant influence 
on 'government trade policy' of OD facet as their statistical values 
t = 5.698 and t = 3.203 respectively have been found statistically highly 
significant (Table 3.8A), therefore related null hypotheses Ho5 and Ho9 
found rejected. 
Apart from these two independent variable Vj and V ,^ the 
remaining IVs found to have no significant influence as their t-values were 
very low which couldn't come up within the criterion of atleast .5 level of 
confidence (Table 3.8B) therefore, null hypotheses related to these found 
to be accepted. 
So far as the influence of'supervisory style' (Vj) - a facet of OC, 
and 'organisational aspect' (V^) - a facet of entrepreneurs QWL are 
concerned, it is to say that inspite of 'government trade policies' if 
supervisory styles and conditions within the organisation are quite 
conducive and healthy than these definitely may help in the growth and 
development of an organisation because conducive and flexible supervisory 
behaviour and organisational conditions are considered to be the 
prerequisite for motivating people at work. 
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Table 3.8 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Government Trade Policy' - A Facet of OD (DV) 
(Total Sample, N = 275) 
Multiple R .33419 
R Square .11169 
Adjusted R Square .10515 
Standard Error 1.00474 






F = 17.09896 
Bum of Squares 
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Predictors (IVs) of OD facet viz., 'Political Uncertainties* (DV) 
Table 3.9 reveals that 'Political uncertainties' - an OD facet is 
significantly influenced by IVs (F = 8.87667). And Table 3.9 highlights 
that five IVs - three related to OC and two related to entrepreneurs QWL 
are exerting their influence on the OD facet viz., 'political uncertainties'. 
The OC dimensions which significantly influence are 'supervisory style' 
(Vj), 'structural change' (V3), and 'human aspect' (Vj) whereas, the two 
QWL - dimensions are 'personal factor' (Vg) and 'organisational factor' 
(V5) that all significantly found influencing OD dimension of 'political 
uncertainties' (highly significant t-values have been given in Table 3.9A 
along with their level of significance). 
In defense to the obtained findings it is highly relevant to 
enumerate that inspite of all 'political uncertainties' the development of 
any organisation doesn't stop or comes to stand still provided proper 
organisational change has been brought in specially in the areas of 'human 
(employees) aspect', 'structural change', 'supervisory style' and moreover, 
the key persons (entrepreneurs) responsible for these function have high 
QWL perception specially with regard to their personal aspects (e.g., 
family support, trust, etc.) and organisational conditions (viz., inter 
personal relations, financial conditions, employees efficiency, etc.). It is 
therefore found that null hypotheses - Ho9, Ho5, Ho3, Ho9 and Ho2 are 
rendered rejected. In Table 3.9B variables not in equation have been given 
which have very low t-values and consequently are found insignificant, 
hence related null hypotheses - Hoi, Ho4, Ho6,Ho7, Ho 10 and Ho 11 are 
found accepted. The results given in Table 3.9B clearly shows that these 
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Table 3.9 
Stepwise Multiple Regression Analysis 
Influence of TVs on 'Political Uncertainties' - A Facet of OD (DV) 
(Total Sample, N = 275) 
Multiple R .37633 
R Square .14163 
Adjusted R Square .12567 
Standard Error 1.01144 
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IVs don't have any influence on OD dimension of 'political uncertainties'. 
At this point, it is necessary to clearify that variables not in equation 
cannot be considered as having no influence on dependent variables is 
totally unjustified statement because all the variables have their influence 
on DV but there is only the difference of the level of significance i.e. 
some variables have a significant contribution and others have non-
significant contribution, hence contribution of non-significant IVs cannot 
be ignored. 
Predictors (IVs) of OD facet viz., 'Awareness Campaign 
Strategy' (DV) 
For organisations to grow and develop, 'awareness campaign 
strategy' i.e. advertising the products has become one of the necessary 
requirement to compete in the global market. Some people believe that 
this is the era of advertising and through mass media like Radio and now, 
through T.V. and Internet it has become easy to have access to the 
bedrooms of each and every house. Therefore, in this modem competitive 
global market it is necessary to develop best strategy for consumer 
awareness campaign for organisational growth and development. 
In the present study 'awareness campaign strategy' - an OD facet 
(DV) has been found to be influenced by numerous dimensions of OC and 
entrepreneurs QWL (IVs) asF = 19.93860 is rendered highly significant 
(Table 3.10). The variables which emerge to influence DV have been given 
in Table 3.10A. The Table 3.10A highlights that 'compensation system' (V )^ 
- an OC dimension, and 'personal factors' (Vg) as well as environmental 
factors (VJQ) - the dimensions of entrepreneurs QWL are the factors which 
found influencing 'awareness campaign strategy' (DV) as their 
83 
corresponding t values -1 = 3.906, t = 4.956, and t = 4.141 respectively 
are found to be rendered statistically highly significant, hence rejecting 
the null-hypotheses - Ho6, Ho8 and Ho 10. 
The variables which have not been in the equation consequently 
supporting the related null hypotheses have been given in Table 3.1 OB. In 
this regard it is not important to keep on record time and again that even 
non-significant variables have their contributions but it may be 
imperceptible. 
So far as the variables in the equation given in Table 3.10A are 
concerned we can say that although there doesn't seem to be the direct 
relationship of 'compensation system' (V^) - an OC dimension with 
awareness campaign strategy but it is universally observed that advertising 
is a costly affair and generally almost 80% of the cost of product are being 
spent on advertising by emerging organisation and such expenditure cannot 
be afforded by any company or organisation unless their employees' are 
highly satisfied, motivated and efficient and these can be ensured through 
best 'compensation system'. It is a cycle that when people (employees) are 
motivated, they give higher productive efficiency in terms of both quantity 
and quality of the product and then ultimately the cost of products comes 
down and in the competitive global market as a result it become easy for 
any organisation to compete with the market and consequently their is 
greater possibility of receiving applausing response (profit) from the 
consumer world. Hence, thereby the profit of the company could be 
utilised for improving employees' working conditions, organisational 
development and for adopting the best 'awareness campaign strategy' to 
boost companies' sales. 
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Table 3.10 
Stepwise Mul t ip le Regress ion Analysis 
In f luence of IVs on 'Awareness Campaign S t ra tegy ' - A Face t 
of OD (DV) 
(Total Sample, N = 275) 
Multiple R .4P522 
R Square .18081 
Adjusted R Square .17174 
Standard Error 1.09785 






F = 19.93860 
Sum of Squares 
72.. 09509 
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Similarly, entrepreneurs QWL facets viz., 'personal' (Vg) and 
'environmental' (V,Q) factors are also found to predict 'awareness campaign 
strategy' - an OD dimension (DV). In this regard we can say without any 
reservation that dynamism of entrepreneurs unlike any top responsible 
people in management highly depends upon their perception towards their 
own quality of work like specially in the areas of personal and 
environmental aspects as is evident from the findings (Table 3.10A). When 
entrepreneurs are quite adequately satisfied with their own quality of work 
life then their dynamism come to the forefront and they take all possible 
steps to boost and develop the organisation including undertaking the best 
possible strategy for developing awareness. In this fashion all the three IVs 
have been found to have their influence on 'awareness campaign strategy' -
an OD facet (DV). 
Predictors (IVs) of 'Organisation Development' (DV) 
In the proceeding writings of the present chapter all the ten 
dimensions of OD were undertaken separately for identifying their 
predictors which were highlighted and discussed and now in the 
proceeding discussion the OD as a whole will be undertaken and their 
predictors will be highlighted and discussed. 
The Table 3.11 advocates the significant influence of IVs on 
'organisational development' as a whole (F = 68.01026). And Table 3.11A 
clearly emphasize that 'QWL' (Vjj), 'supervisory style (Vj), 'human aspect' 
(Vj), 'structural change' (V3) have emerged to predict 'organisational 
development' as a whole, where V^^  pertains to 'QWL' as a whole and 
remaining three variables Vj, Vj, and V3 are the dimensions of OC as their 
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corresponding statistical values t = 10.533, t = 4.773, t = 4.403, and 
t = 3.833 respectively are rendered highly significant even far beyond .01 
level of confidence, hence, related null hypotheses Ho 11, Ho5, Ho2, and 
Ho3 stands rejected. 
It is witnessed from Table 3.11 A that for 'organisation 
development' (DV) entrepreneurs 'QWL' as a whole as well as a few OC 
dimensions viz., 'supervisory style' (V^), 'human aspect' (Vj), and 'structural 
change' (V3) (IVS) are significantly important variables. It means that 
employees' skill development programme (human aspect), structural 
change and supervisory behaviour must be taken as important aspects that 
could be changed and developed as and when warranted in the specified 
time and place in quest of 'organisation development'. 'Organisation 
development' may appear with the higher pace of development when 
entrepreneurs or the people in key position are experiencing their high 
QWL. Elaborating further it is 'indeed' true that QWL of the key people 
specially of the entrepreneurs always is instrumental for realising the 
importance of change and implementing the change to promote 
organisation at par with the emerging organisations in the contemporary 
business world. 
Table 3.1 IB gives the details of the variables not in equation 
where all the t values ranging from as minimum as t = 0.082 to the 
maximum t = 1.282 are found highly insignificant even at .05 level. 
Therefore, null hypotheses related to these viz., Hoi, Ho4, H06, Ho7, 
H08, Ho9, Ho 10 are accepted. 
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Table 3.11 
Stepwise Mmltiple Regression Analysis 
Influence of IVs on OD (DV) 
(Total Sample, N = 275) 
Multiple R .70844 
R Square .30-1SS 
Adjusted R Square .49450 
Standard Error 8.94669 




R e i j r e s s i o n 
R e s i d u a l 
68.01026 
Sum of Squarer, 
21775.05604 
21611.68578 
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Concluding the discussion pertaining to the total sample it is 
found that 'organisation development' is a function of entrepreneurs QWL 
and OC dimensions viz., 'supervisory style', 'human aspect' and 'structural 
change' specially in case of entrepreneurs of powerloom industry but the 
findings may be generalised over similar other industrial units, hence, the 
findings can be utilised for the development of their respective 
organisations. 
FINDINGS PERTAINING TO HINDU ENTREPRENEURS 
(N = 130) 
Predictors (IVs) of OD facet viz., 'Turnover' (DV) 
The ongoing discussion pertains to only Hindu entrepreneurs. 
Before undertaking the finding of this sample population it is to mention 
here that Bhiwandi - a township popular for powerloom textile industries 
contains mixed population though Muslim entrepreneurs are greater in 
number. Therefore, it has been found important to identify the predictors 
of OD for both Hindu and Muslim entrepreneurs as these may help the 
members of each community to realise their strength and weaknesses for 
making better tomorrow. 
Table 3.12 shows the influence of IVs on 'turnover' - an OD facet 
and it is found that 'turnover' is influenced by IVs as F = 25.28240 is 
rendered highly significant. Table 3.12A provides clear picture of 
predictor variables and OC (V^) as well as quality of work life (Vjj) have 
been found predictors of'turnover' (DV) as their corresponding t = 3.313 
and t = 3.103 respectively are highly significant for the sample group of 
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Table 3.12 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Turnover' - A Facet of OD (DV) 
(Sample of Hindu Entrepreneurs, N = 130) 
Multip]e R .53364 
R Square ,28477 
Adjusted R Square .27350 
Standard Error 1.29416 
Analysis of Variance 
DF Sum of Squares Mpan Square 
Re«3ression 2 84.68787 42.3-1393 
Residual 127 212.70'',4^  1.67484 
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Hindu entrepreneurs, hence null hypotheses Ho 18 and Ho22 found 
rejected. Whereas the variables failed to predict OD facet viz., 'turnover' 
have been in Table 3.12B and as a result all the remaining null hypotheses 
other than Ho 18 and Ho22 rendered to be accepted. 
It seems interesting and very logical to obtain that quality of work 
life of Hindu entrepreneurs and their effort to bring change has become 
important predictor to their organisational 'turnover' - a key indicator of 
organisation development which is evident from a continuous increase in 
their rate of turnover during the last five consecutive years. In this regard 
it is to remind again that entrepreneurs QWL is a very important aspect of 
their total work involvement which is exhibited in their efforts to bring 
changes in the organisation when and where required in a quest for 
organisation development. 
Predictors (IVs) of OD facet viz., 'Employees Satisfaction' (DV) 
Table 3.13 reveals the predictors (IVs) of'employees satisfaction' 
- a facet of OD (DV) and high value of F = 21.19001 is found to be highly 
significant, which is confirmed from Table 3.13A where entrepreneurs 
QWL (Vjj) and three dimensions of OC, viz., supervisory style (V^), 
structural change (V3) and human aspect (Vj) were found significant 
predictors as their corresponding statistical values t = 5.516, t = 1.893; 
t = 3.080 and t = 2.633 respectively are significantly very high. Hence, 
null hypotheses Ho22, H0I6, Hol4, and Hoi3 are found to be rejected. 
Remaining null hypotheses pertaining to insignificant predictors given in 
Table 3.13B stands accepted. Again it is found that entrepreneurs QWL is 
instrumental for 'employees satisfaction' - an indicator of OD (DV). It is 
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Table 3.13 
Stepwise Multiple Regression Analysis 
Influence of TVs on 'Employees Satisfaction* - A Facet of OD (DV) 
(Sample of Hindu Entrepreneurs, N = 130) 
Multiple R .f.3567 
R Square .40408 
Adjusted R Square .38501 
Standard Error 2.08466 
Analysis of Variance 
DF SuiTi of Squares Mean Square 
Regression 4 368.35090 92.08772 
Residual 125 543.22602 4.3^581 







































Vcui;.\bles not in the Equation 
Variable Beta In Partial Min Toler T Sig T 
V1 -.15652 -.15565 
V4 .01419 .01310 
V6 -.12526 -.13657 
V7 -.35601 -.12211 
V8 -.07927 -.07858 
V9 .17936 .12391 
V10 .02153 .01157 























to recall our contention which has already been given in the preceeding 
discussion that if one is satisfied and he/she experiences high quality of 
work life than he/she can definitely think in terms of improving Q WL of 
their subordinates or employees which may boost up their level of 
satisfaction. The same is found here in case of Hindu entrepreneurs, where 
their own QWL found as predictor of their 'employees' satisfaction'. 
Moreover OC dimensions viz. 'supervisory style', 'structural change' and 
'human aspect' are also most likely to influence 'employees satisfaction' 
which is highly related to employees' motivation and both combined 
together are likely to help in organisation development in general. 
Moreover, it is significant to point out here that 'supervisory style' 
structural change and human skilled development programme (human 
aspect) area definitely the organisational endeavours to help the 
organisation grow and develop by means of providing avenues to 
experience satisfaction ultimately accelerating their motivation and 
commitment in effectively attaining the objectives of the organisation. 
However, there is no any controversy so far as the efficacy of these IVs to 
boost up 'employees satisfaction' an indicator of OD is concerned. 
Predictors (IVs) of OD facet viz., 'Employees Participation' (DV) 
From the Table 3.14 it is witnessed that IVs have their influence 
on OD facet viz., 'employees participation' (DV) which could be evidenced 
from F = 23,46875 being highly significant far beyond .01 level of 
confidence. The variable which have been found to be the predictors of OD 
facet i.e. 'employees participation' are 'entrepreneurs QWL' (Vjj) and 
numerous dimensions of OC viz., 'supervisory style' (Vj), 'structural 
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Table 3.14 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Employees Participation* - A Facet of OD (DV) 
(Sample of Hindu Entrepreneurs, N = 130) 
Multiple R .69729 
R Square .48621 
Adjusted R Square .46549 
Standard Error 4.63909 
Analysis of Variance 
Reg r a a s i o u 
Residual 




Sum of Squares 
2525.37499 
2668.62501 























































- Variables not in the Elquation 
Beta In Partial Min Tal(-.>r 
-.03213 -.03366 .43293 
.07869 .07674 .43465 
.06851 .02067 .04 678 
-.06074 -.06337 .47169 
-.01318 -.00981 .25360 
.16224 .09190 .15347 
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change' (V3), 'human aspect' (Vj) and 'compensation system' (V^) as their 
statistical values t = 6.713, t = 2.440, t = 3.371, t = 3.264, and t = 2.235 
respectively are highly significant (Table 3.14A). In view of the emerging 
predictors, related null hypotheses Ho22, H0I6, Hol4, Hol3, and Hol7 
are found to be rejected. 
Table 3.14B as against Table 3.14A provides the variables vhich 
have not been found predictors of an OD dimension viz., 'employees 
participation', hence the null hypotheses pertaining to these non-predictor 
variables stand accepted. 
In defense of the predictor variables it is highly important to keep 
in mind that entrepreneurs QWL is very necessary even for boosting 
organisation development through employees' motivation to participate in 
the various decision making process as entrepreneurs QWL has already 
been found influencing in case of 'organisational turnover' and 'employees 
satisfaction' which have been the dimensions of OD. Similarly, 
'supervisory style', 'structural change', 'human aspect', and 'compensation 
system' - all these are the motivating forces, if this could have been 
properly undertaken for periodic change, when and where required then 
definitely these may have positive and fruitful impact over organisational 
development in general and willingness of 'employees participation' in 
particular. 
Predictors (IVs) of OD facet viz., 'Mutual Trust' (DV) 
The significant F = 9.96008 (beyond .01 level of confidence) 
given in Table 3.15 highlights that IVs have significant impact over OD 
facet viz., 'mutual trust'. Table 3.15A states that OC dimensions viz.. 
95 
Table 3.15 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Mutual Trust' - A Facet of OD (DV) 
(Sample of Hindu Entrepreneurs, N = 130) 
















F ••-- 9.96008 
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Sign if F 
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'human aspect' (Vj), 'compensation system' (V^), and 'entrepreneurs QWL' 
(V^^) have been found to be the predictor variables o f mutual trust' - an 
OD facet (DV) as their t values t = 3.610, t = 2.706, and t = 2.329 are 
highly significant. Therefore, the null hypotheses Hoi3, Hol7 and Ho22 
found to be rejected. 
Here again, 'mutual trust' (an OD facet) among employees' found 
to be influenced by 'entrepreneurs QWL'. It is to clarify once again that 
entrepreneurs' QWL is very important as far as effective organisational 
functioning as well as organisation development are concerned, hence time 
and again, entrepreneurs QWL has been found predicting some of the OD 
facets. The explanations given earlier for the relationship of entrepreneurs 
QWL with the various facets of OD stand the same here too. Similarly, 
'human aspect' and 'compensation system' in organisation if are taken 
properly then the satisfied workers are most likely to develop 'mutual 
trust' (DV) among themselves and, in turn, such relationship may boost 
organisational effectiveness rendering organisation to develop and grow. 
Table 3.15B gives the list of non predictor variables along with 
their t values and corresponding level of significance which provides 
justification for accepting the null hypotheses found under the context of 
each and every non-predictor variables. 
Predictors (IVs) of OD facet viz., 'Concern for Consumer 
Satisfaction' (DV) 
Table 3.16 refers to the effect of IVs on 'concern for consumer 
satisfaction' - facet of OD (DV) as obtained F = 9.51259 is highly 
significant. It is clear from Table 3.16A that QWL dimension viz., 
'environmental factor' (Vj^ ,) and three OC dimensions viz., supervisory 
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Table 3.16 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Concern for Consumer Sat i s fac t ion ' 
Facet of OD (DV) 
(Sample of Hindu Enterpreneurs, N = 130) 
Multiple R .48308 
R Square .23337 
Adjusted R Square .20883 
Standard Error 2.7'5994 





R e g r e Si s i o n 
Res idual 
Su n I o f S q u a r c s 
289.84020 
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style (Vj), structural change (V3) and compensation system (V^) bearing 
t = 3.681, t = 2.210, t = 2.455, and t = 2.061 respectively are significant 
and subsequently the related null hypotheses Ho21, Ho 16, Ho 14, and 
Ho 17 are rendered rejected. Contrary to predictors given in Table 3.16A 
the remaining IVs bearing to values ranging from as minimum as t = . 176 
to maximum t = 1.261 are highly insignificant given in Table 3.16B and 
thereby without any hesitation the related null hypotheses are accepted. A 
look over the predictors of OD facet viz., 'concern for consumer 
satisfaction' (Table 3.16A), it has been found that entrepreneurs 
environmental dimension of their QWL seems to be highly facilitating to 
have increasingly greater concern for consumer satisfaction - an ultimate 
and foremost goal of the emerging organisation in the present day world. 
Keeping constant the environmental dimension as motivating aspects all 
factors of entrepreneurs QWL, that force the entrepreneurs to take much 
more interest in the development of both in-and-outside-the organisational 
functions, where consumer satisfaction is a key elements who's positive 
response can only (bring) profit to the organisations' and it is subsequently 
a major source of organisational development. Moreover organisational 
change dimension like 'supervisory style', 'structural change' and 
'compensation system' are also helpful in enhancing 'employees 
satisfaction' through which quality control is possible and intum consumer 
satisfaction can be attained. 
Predictors (IVs) of OD facet viz., 'Discipline in Organisation' (DV) 
'Discipline in organisation' being the most important facet of 
organisational development is influenced by a few IVs as F = 23.06844 
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Table 3.17 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Discipline in Organisation' - A Facet 
of OD (DV) 
(Sample of Hindu Entrepreneurs, N = 130") 
Multiple R .316P1 
R Square .26648 
AdjuvAed R Squcre .2549H 
Stc^ndard Error .8H90E 
Analysis of Variance 
DF Sum of Squares Mean Square 
Rfjgre'-i'iion 2 3-1.70864 15.85432 
Residual 127 87.28367 .68727 





























Vcxriables not in ttie Equation 
Variable Beta In Partial Min Toler T Big T 
VI .04820 .04813 
V2 .15420 .15605 
V3 .01970 .01966 
V4 .17318 .172-^0 
V5 .02169 .02236 
V7 .12091 .10187 
V8 .04454 .04945 
V9 -.12859 -.10878 
VII -.177'1-2 -.09017 





























significant far beyond .01 level (Table 3.17). A micro level analysis 
through multiple regression has revealed that entrepreneurs' QWL 
dimension viz., 'environmental factor' (t = 3.994) and one of the OC 
dimension, i.e., 'compensation system' (t = 3.289) have found to influence 
'discipline in organisation' as evident from Table 3.17A. Environmental 
factor generally influence entrepreneurs enthusiasm, concern, and 
motivation pertaining to organisation, where high compensation is most 
instrumental in developing and maintaining 'discipline in organisation' as 
organisation functions are based on disciplined coordination among 
people/department at both horizontal and vertical level. It is usually 
observed that people saying that they only need money and nothing else 
and against it they can compromise with any odds. To what extent it is true 
but it is certainly a reality that in the present Indian scenario money still is 
priceless that cannot be replaced by any other factor at any level as even 
people at the top seek power not only for effective role but to have the 
control over finances and as a result in most of the scams and financial 
embazzlement top level people are involved either they are in politics or 
in business entreprises, hence, adequate compensation to employees can 
intum make them disciplined. The FVs which have been failed to influence 
DV have been given in Table 3.17B which in turn support the related null 
hypotheses. 
Predictors (IVs) of OD facet viz., 'Quality Control' (DV) 
The 'quality control' facet of OD (DV) is found to be controlled 
and influenced by IVs as F = 15.24926 given in Table 3.18 is found highly 
significant. Moreover, multiple regression analysis in its further step 
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Table 3.18 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Quality Control' - A Facet of OD (DV) 
(Sample of Hindu Entrepreneurs, N = 130) 
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isolated predictor variables and it was found that 'organisational change' 
(V^) and 'personal factor' (Vg) of entrepreneurs' QWL found to be the 
predictors of 'quality control' - facet of organisation development as their 
corresponding t values, t = 5.256 and t = 3.117 are found statistically 
significant (Table 3.18A) far far beyond .01 level of confidence, hence 
related null hypotheses i.e. IVs will not be influencing DV stands rejected. 
Table 3.18B enlist the variables not in the equation as t values 
were as low that none of it could qualify even at.05 level of confidence. 
Hence, the null hypotheses related to these variables in relation to 'quality 
control' - facet of OD (DV) are found accepted which mean that IVs will 
not influence DV. 
For 'quality control' organisational change (OC) in general and 
'personal factor' of entrepreneurs QWL in particular are logically found as 
the predictors. It has already been mentioned that in this h i ^ tech era the 
'quality control' is highly dependent upon the types of tools and 
technologies are being used provided the quality of raw material remains 
the constant factor. Moreover, we have also shown our opinion that all the 
positive activities in the organisation can only be planned and implemented 
when entrepreneurs' experience their high quality of life where personal 
factor like family support play very important role. 
Predictors (IVs) of OD facet viz., 'Government Trade Policy' (DV) 
'Government trade policy' facet of OD (DV) generally plays very 
important role for organisational development, hence this factor being a 
dimension of OD is found to be influenced by IVs which is evident from 
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Table 3.19 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Gove irninent Trade Policy' ~ A Facet of OD CDV^ 
(Sample of Hindu Entrepreneurs, N = 130) 
Multiple R .39246 
R Square .15403 
Adjusted R Square .14070 
Standard Error 1.04031 
Analysis of Variance 
DF Suni of Squarci; Mean Square 
Regression H 25.02436 12.51218 
Residual 12.7 137.44487 1.08224 
F = 11.56134 Sign if F - .0000 
Table 3.19A 
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the value of significant F = 11.56134, shown in Table 3.19. Extending the 
analysis, stepwise multiple regression found out predictors viz., 
'supervisory style' (V^) and 'structural change' (V3) both the dimension of 
OC to have their influence on 'Government trade policy' - an OD facet as 
their t values are found to be statistically significant which have been 
given in Table 3.19A. It is therefore, the related null hypotheses Ho 16, and 
Ho 14 rendered to be rejected. Contrary to the above. Table 3.19B 
highlights the list of non-predictors variable which have not been found 
influencing DV, hence all the related null hypotheses pertaining to the 
relationship of IVs to DV stands accepted on the basis of t values and low 
significance level. 
It is a matter of observation, which is witnessed fi-om the present 
study that 'government trade policy' has its influence on organisational 
development but any how 'government trade policy' is to be properly 
implemented through supervisory roles and organisation policy to bring 
suitable 'structural change' within the organisation to cope with the 
challenges posed, time to time by changing government trade policy. And 
it is found generally among Hindu entrepreneurs' that they bring change in 
their company specially in 'supervisory behaviour' and 'structural change' 
to cope with the new challenges not the threats posed by government trade 
policy in the way of organisation development. 
Predictors (IVs) of OD facet viz., Tolitical Uncertainties' (DV) 
'Personal factors' of entrepreneurs' QWL has been found 
important to cope with the situation of 'political uncertainty' and to find 
out clear paths leading to 'organisation development' which is confirmed 
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Table 3.20 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Political Uncertainties' - A Facet of CD (DV) 
(Sample of Hindu Entrepreneurs, N = 130) 
Multiple R .40040 
R Square .16032 
Adjusted R Square .15376 
Standard Error 1.03091 
Analyisis of Variance 
DF Sum of Squares Mean Square 
Regression 1 25.97295 25.97295 
Residual 1?8 136.0347^, 1.06277 
F =: 24.43888 Sign if F = .0000 
Table 3.20A 
Variables in the Equation 
Variable B SE B Beta T Sig T 
V6 .19347 .0391^! .40040 4.94^ .0000 
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from Table 3.20A as its t = 4.944 is statistically found highly significant 
rendering the null hypothesis Ho 19 rejected. It is to point out here that in 
stepwise multiple regression analysis if F value is found insignificant then 
it means that none of the independent variables may have their clean way 
'in the equation' and ultimately all the IVs are implicitly believed to be 'not 
in the equation', hence analysis gets stopped. But here, in the present case 
except Vg as has already been mentioned, all the remaining variables have 
been found to be not in the equation which have been given in Table 3.20B. 
In the present case, only 'personal factor' (Vg) of entrepreneurs' 
QWL is found as predictor. In this concern it is pertinent to mention that 
entrepreneurs' family support and trust are the important aspects of one's 
life that give great strength to the dynamic functioning of entrepreneurs 
and ultimately they become highly confident in making all strategies to 
cope with the situation of 'political uncertainties' and leading a way for 
organisation development. 
Predictors (IVs) of OD facet viz., 'Awareness Campaign 
Strategy' (DV) 
Table 3.21 pertains to the relationship of the IVs with an indicator 
of OD viz., 'awareness campaign strategy' and F = 12.59895 is found highly 
significant elaborating the results. Table 3.21 A indicates that two 
dimensions of OC viz., 'compensation system' (V^), and 'technological 
change' (Vj) and one entrepreneurs' QWL determiner viz., 'personal 
factors' (Vg) are found to be influencing an OD dimension viz., 'awareness 
campaign strategy' (DV) in the organisations' owned by Hindu 
entrepreneurs' as their corresponding t values t = 2.498; t = 4.186, and 
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t = 2.919 are rendered statistically highly significant, hence rejecting the 
null hypotheses Ho 17, Hoi9 and Ho 12. 
All the null hypotheses pertaining to the variables not in the 
equation given under Table 3.2IB as all the t values ranging from t = .058 
to t = 1.665 are very low to be found to reach to the criteria of 
significance. 
As obtained from the finding (Table 3.21 A) it is again witnessed 
that one of the entrepreneurs QWL dimension i.e. 'personal aspect' (Vg) is 
found instrumental in making effort for organisation development and it 
combining with efforts for making technological change may help 
improving the 'awareness campaign strategy' from the traditional sales 
counter via mouth to mouth mongering to the present high tech strategy of 
audio-visual techniques for popularising the companies products where 
coverage is wide spread through the local, national, and international 
chaimels whatever is needed and desired by the company. It is a matter of 
reality that the present era is called to be the era of advertising where 
there is much more competition in the way product are being advertised or 
presented before the prospective consumers compared to the competition 
in the quality of the product. For example, in the present Indian context it 
can be witnessed that some companies like Nirma which started its product 
campaigning from door to door knocking via advertising in magazines and 
radio to the present successively aggressive campaigning on T.V. network 
for aggressive selling leaving aside the detergent quality. One can 
understand that how much profit they are earning out of their increasing 
sales and organisation expansion as lakh of rupees they are spending on 
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Table 3.21 
Stepwise Multiple Regression Analysis 
Influence of TVs on 'Awareness Campaign Strategy' 
of OD (DV) 
(Sample of Hindu Entrepreneurs, N = 130) 
A Facet 
Multiple R .•^8037 
R Square .23075 
Adjusved R Ssuarg .212^4 
Standard Error 1.07763 
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advertising in a week. Therefore, it is imperative to mention our 
contention here that technological change is not only restricted for 
improving organisational conditions and its technology for making 
products but the technological change also be brought to reach to the 
common people in general and prospective customers in particular as the 
product sale is the major dimension for the companies survival, 
development and prestige. 
Predictors (IVs) of 'Organisation Development' (DV) 
In Table 3.22 the influence of IVs were seen on organisation 
development as whole and it is found that dimensions of OC and 
entrepreneur's QWL is found to be significantly predicting 'organisation 
development' (DV) as obtained F = 31.57986 is highly significant far 
beyond .01 level of confidence. And on the basis of Table 3.22A it is found 
that entrepreneur's QWL and its single facet viz., 'environmental factor' 
(VJQ); and numerous dimensions of OC viz., human aspect (Vj), structural 
change (V3) and supervisory style (V5) have been found predictors of OD 
as their t values t = 1.132; t = 2.147; t = 4.228, t = 4.070, and t = 3.275 
respectively are significant, hence the null hypotheses related to these 
variables are rejected. Moreover, the variables highlighted in Table 3.22B 
bearing very low t values failed to come within the equation, hence, null 
hypotheses related to these variables are rendered accepted. 
Here, we are concerned to the predictors of IVs to DV (Table 
3.22A) and the finding found to be very logical and quite applicable so far 
as the efforts for organisation development are concerned. Nothing to say 
about the positive significance of entrepreneurs' QWL specially the 
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Table 3.22 
Stepwise Multiple Regression Analysis 
Influence of IVs on OD (DV) 
(Sample of Hindu Entrepreneurs, N = 130) 
Multiple R .74842 
R Square .56013 
Adjusted R Square .54239 
Standard Error 9.07231 
Analysis of Variance 
DF Sum of Squares Mean Square 
Regression 5 12996.18223 2599.236 4"5 
Residual 124 10206.04085 82.30678 
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'environmental factors' that gives the experience of real quality of Aork 
life specially to Hindu entrepreneurs which developes and maintain their 
zeal, commitment, and involvement with enthusiasm to take care for an 
upward growth of the organisation in developing and maintaining its 
credibility in the contemporary business world. Moreover, it is to say that 
only entrepreneurs' QWL in general may not work as a magic to boost 
develop organisations but the strategies of change specially change in 
human aspect, structural change and change in supervisory style are the 
major approaches through which the target of organisation development 
can be successfully attained and if change process continues according to 
the necessity then it can successfuly maintain and develop the 
organisation. 
So far the fmdings regarding Hindu entrepreneurs are concerned, 
it is almost complete in the present context, now the sample of Muslim 
entrepreneurs will be taken for discussion and thereafter a comparative 
brief discussion can be had on the two categories of entrepreneurs. 
FINDINGS PERTAINING TO MUSLIM ENTREPRENEURS 
(N = 145) 
It is to mention here that Bhiwandi is a powerloom textile city 
where Muslim entrepreneurs dominate so far as the number is concerned 
but the development of textile industries belonging to Muslims are 
comparatively less develop and growing than Hindu entrepreneurs. 
However, the real picture will emerge from the obtained fmdings that 
follows in the ongoing discussions. 
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Table 3.23 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Turnover' - A Facet of OD (DV) 
(Sample of Muslim Entrepreneurs, N = 145) 
Multiple R .53354 
R Square .30640 
Adjusted R Square .30155 
Standard Error 1.E8976 
Analysis of Variance 
DF Sum of Squares Mean Square 
Regression 1 105.086-16 105.08616 
Residual 143 237.87936 1.66349 
F = 63.17202 Signif F =^- .0000 
Table 3.23A 
Variables in the Equation 
Variable B SE B Beta T Sig T 
V11 .08238 .01036 .55354 7.948 .0000 
(Constant) 1.66108 .71451 2.325 .0215 
Table 2.23B 
Variables not in the Equation 































































Predictors (IV) of OD facet viz. 'Turnover' (DV) 
Oganisational 'turnover' - an OD facet is a key indicator of 
organisation development and in case of Muslim entrepreneur IVs are 
found to significantly influence turnover as F = 63.17202 is very high 
statistical value (Table 3.23). In further analysis as shown in Table 3.23A 
that only one IV out of several IVs i.e. 'entrepreneur's QWL' (Vjj) is found 
to have its influence on organisational 'turnover' (DV) as its obtained 
statistical value t = 7.948 is highly significant, hence only one null 
hypotheses pertaining to this variable only found rejected and remaining 
null hypotheses consequently are found accepted as the t values of IVs 
other than Vjj as a very low and failed to qualify even to .05 level of 
confidence (See Table 3.23B). 
The predictor variable viz., 'entrepreneurs' QWL' (Vjj) seems to 
be one of the important aspect which keep Muslim entrepreneur to foresee 
the success of organisation through maintaining and developing 'turnover', 
therefore, 'turnover' is found to be the major function of 'entrepreneurs 
QWL'. It reveals to the fact that Muslim entrepreneurs don't use OC as a 
philosophy and approach to enhance 'turnover' but 'turnover' is their major 
focus of attention and they use various means (which may not be called as 
HRD strategies) to improve 'turnover'. 
Predictors (IVs) of OD facet viz., 'Employees Satisfaction' (DV) 
Employees satisfaction an another indicator of organisational 
development (DV) is also found to be influenced by IVs as F = 36.60142 
is statistically very high and found to be significant far beyond .01 level 
(Table 3.24). It is evident from Table 3.24A that 'entrepreneurs QWL' (V„) 
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Table 3.24 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Employees Satisfaction' - A Facet of OD (DV) 
(Sample of Muslim Entrepreneurs, N = 145) 
Multiple R 
R Square 












F ^- 36.60142 
SufTi of Squares 
271.45966 
526.58172 
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and one of the dimension of OC viz., 'human aspect' (Vj) is found to be the 
predictors of 'employees satisfaction' - an OD dimension as their 
corresponding statistical values t = 7.374 and t = 2.724 are statistically 
highly significant. 
It can be understood from the findings that 'employees 
satisfaction' gets enhance when organisation taken care of for their 
potential development specially during the phase of technological change 
which may improve employees' potentialities to get adjusted with the new 
technologies that not only help in enhancing their productive efficiency 
but also provides them a lot of leisure and comfort. 
Such activity is only taken when entrepreneurs or key management 
people are themselves experience high quality of life. Since these two 
factors viz. 'QWL' (Vjj) and 'human aspect' - a facet of OC (Vj) are found 
predictors of DV hence, null hypotheses related to these are found 
rejected. 
On the other hand the remaining IVs are found to have no 
influence on DV under discussion (Table 3.24B), hence null hypotheses 
pertaining to these found accepted. 
Predictors (IVs) of OD facet viz., 'Employees Participation* (DV) 
In Table 3.25 F = 35.72658 is foimd significantly very high hence, 
it confirms the influence of IVs on 'employees participation' - an OD facet 
(DV). And Table 3.25A shows that V„ (entrepreneurs QWL) and V5 
(supervisory style) have been found instrumental for 'employees 
participation' - a facet of OD in organisation. It is therefore our null 
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Table 3.25 
Stepwise Multiple Regression Analysis 
« 
Influence of IVs on 'Employees Participation' - A Facet of OD (DV) 
(Sample of Muslim Entrepreneurs, N = 145) 
Multiple R .57857 
R Square .33475 
Adjusted R Squsre .32538 
Standard Error 4.85194 
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hypotheses are found to be rejected as the corresponding t-values t = 
5.704, t = 3.992 for Vjj and Vj are found highly significant. Except these 
two IVs, the remaining IVs failed to influence 'employees participation' 
(DV), therefore, null hypotheses related to these stand accepted as their t 
values ranging from minimum t = .027 to the maximum t = 1.860 are very 
low and insignificant (Table 3.25B). 
Here, 'employees participation' is found to be facilitated by 
'supervisory behaviour' (V^) and this seems to be quite logical as 
'supervisory behaviour' sometimes allow the employees to have active 
involvement in decision making process (participative management 
approach) and sometimes supervisory behaviour doesn't allow employees 
to have free and open participation in the decision making (auto-
bureaucratic approach). Supervisory role is generally dependent upon the 
top management philosophy about their subordinate which is best 
explained by the assumptions made under theory X and theory Y. When key 
management or entrepreneurs have high quality of life then they act in 
humane way and treat the subordinate as a human being most likely in a way 
theory Y explains the subordinate. Contrary to it, entrepreneurs and key 
management people when posses poor quality of life usually become 
highly agressive and consequently treat their subordinate harshly most 
likely to be governed from the presumption made under theory X. Hence, 
generally treat their subordinate like the beasts. 
Predictors (IVs) of OD facet viz., 'Mutual Trust' (DV) 
It is advocated from Table 3.26 that one of the OD indicator viz., 
'mutual trust' (DV) is found to be influenced from IVs as F = 10.98217 is 
118 
Table 3.26 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Mutual Trust' - A Facet of OD (DV) 
(Sample of Muslim Entrepreneurs, N = 145) 
Multiple R .26706 
R Square .07132 
Adjusted R Square .06483 
Standard Error 1.27250 
AnGlysis of Variance 
DP Sum of Squarer, Mean Square 
Regression 1 17.78304 17.7830'1 
Residual 143 231.55489 1.61926 
F = 10.98217 Signif F ^^ .0012 
Table 3.26A 
Variables in the Equation 
V a r i a b l e B SE B Beta T S i g T 
V5 . 1 7 5 3 9 .05292 .26706 3.314 .0012 
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significant. Multiple regression analysis in its further step could isolated 
one of the OC dimension viz., 'supervisory style' (V^) is found highly 
significant as its statistical value t = 3.314 is quite high as is evident from 
Table 3.26A, thereby only one null hypothesis related to Vj i.e. Ho27 stand 
rejected. On the other hand all the remaining IVs found to be not in the 
equation referring to their failure in influencing DV viz., 'mutual trust' - an 
OD facet, hence all the null hypotheses except Ho27, are rendered 
accepted. 
As regard to the significant influence of 'supervisory style' on 
'mutual trust', it is highly observed reality that this is the supervisor who 
engineers the climate of 'mutual trust' by his/her role. Conducive 
organisational culture providing employees participation at all level, giving 
greater autonomy to employees with responsibility and cordial superior -
subordinates relations etc. are important aspect of organisational culture 
that help in building 'mutual trust' and all combine together accelerate the 
growth and development of an organisation. With this contention it can be 
said without hesitation that supervisory role plays a major role in building 
organisational climate and culture which may either facilitate or hinder 
employees' motivation and in turn organisational effectiveness leading to 
organisation development. 
Predictors (IVs) of OD facet viz., 'Concern for Consumer 
Satisfaction' (DV) 
With regard to the Table 3.27 it is found that IVs have significant 
influence on 'concern for consumer satisfaction' - dimension of OD (DV) 
as obtained F = 24.66765 is very high. And Table 3.27A reveals that only 
OC as a whole could be obtained to predict the dependent variable here as 
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Table 3.27 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Concern for Consumer Satisfaction'- A Facet 
of OD (DV) 
(Sample of Muslin Entrepreneurs, N = 145) 
Multiple R .36357 
R Square . 14712 
Adjusted R Square .14116 
Standard Error E.5E103 
An a ] >' <5 i IT, of Va r i an c. e 
DF Sum of Squares Mean Square 
Regression 1 " 156.77760 156.77760 
Residual 143 908.84999 6.35559 
F = 24.66765 Signif F ^- .0000 
Table 3.27A 
Variables in the Equation 
Variable B SE B Beta T Sig T 
V7 .09236 .01660 .38357 4.967 .0000 














- Variables not in the Equation 



















































End Biocl-.: Number 1 PIN -- .050 Limits reached 
121 
value of obtained t = 4.967 is statistically very high hence, the null 
hypothesis Ho29 is found rejected. Contrary to the above finding as it 
witnessed from Table 3.27B the remaining IVs are not found in the 
equation hence, failed in predicting the dependent variable. As a 
consequence to independence of IVs to DV the presumed related null 
hypotheses are found to be accepted here. 
In the present modem era where there is a fast change in 
technology and in other functional aspect, organisational change is one of 
the major dimension which help in accelerating human efficiency within 
the organisation and enhancing customer satisfaction outside the 
organisation. It has been mentioned earlier too that organisational change 
is not only restricted to technological change but change in global sense, 
like the approach of total quality management where consumer satisfaction 
has also been given important value in the context of organisational 
effectiveness. Hence, for organisation development, there should the 
greater managements' 'concern for consumer satisfaction' and it be taken 
as an important and serious aspects to be covered under OC strategies 
which is evident from the present finding specially pertaining to Muslim 
entrepreneurs. 
Predictors (IVs) of OD facet viz., 'Discipline in Organisation' (DV) 
Table 3.28 pertains to the influence of IVs on an OD dimension 
i.e., 'discipline in organisation' which is shown by the statistical value 
F = 7.27546 that is found significantly very high. Table 3.28A isolating the 
variables in equation highlights that entrepreneurs QWL two facets i.e. 
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Table 3.28 
Stepwise Multiple Regression Analysis 
Influence of TVs on 'Discipline in organisation' - A Facet of OD(DV) 
(Sample of Muslim Entrepreneurs, N = 145) 
Multiple R .•^1485 
R Square .ITHIO 
Adjusted R Square .1484^ 
Standard Grror 1.04889 
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•environmental factor (V,Q) and 'personal factors' (Vg) and the two facets 
of OC viz., 'organisational policy' (V )^ and 'structural change' (V3) are the 
predictors of OD dimension viz., 'discipline in organisation' as their t-
values ranging from minimum t = 1.989 to the maximum t = 4.170 are 
significant even beyond .05 level of confidence. These findings show the 
rejection of null hypotheses - Ho32, Ho26, HoBO, and Ho25. 
Other than the above four IVs the remaining IVs are found not to 
be in equation and as a result null hypotheses related to the IVs given in 
Table 3.28B are found to be accepted. 
From Table 3.28A it has been obtained that entrepreneurs QWL 
facets viz., personal factors and environmental factors are found important 
determiners in boosting OD through developing 'discipline in 
organisation'. It has been said, time and again, that when entrepreneurs 
QWL is quite conducive as obtained here specially with regard to personal 
and environmental conditions then he/she take maximum interest and 
enthusiasm to adopt strategies which may be quite instrumental in 
developing organisations. Hence, change in the present world scenario is 
the major aspect specially here with regard to 'structural change' and 
'organisational policy' definitely are found to be the best strategy to 
develop 'discipline in organisation' an important aspect contributing to 
organisation development. This is to clarify here which may be applicable 
to almost all the conditions that IVs rarely have their independent 




Stepwise Multiple Regression Analysis 
Influence of IVs on 'Quality Control' - A Facet of OD (DV) 
(Sample of Muslim Entrepreneurs, N = 145) 
Multiple R .32581 
R Square . -10615 
Adjusted R Square .09990 
Standard Error 1.01384 
Analysis of Variance 
DF Sum of Squares Mean Square 
Regression 1 17.45540 17.45540 
Residual 143 146.98598 1.02787 
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Predictors (IVs) of OD facet viz., 'Quality Control' (DV) 
Table 3.29 witnesses the significant influence of IVs on DV as the 
value of F = 16.98204 is highly significant and here only one IV that is 
'structural change' (V3) a dimension of OC is found to have its influence 
on 'quality control' dimension of OD (DV) as its corresponding t = 4.121 
is statistically very high which is significant beyond .01 level of 
confidence. Therefore, the null hypothesis pertaining to V^ that is Ho25 
stands rejected. Excluding V3 other IVs failed to influence the dependent 
variable (Table 3.29B) rendering to the acceptance of all the null 
hypotheses except Ho25. 
Here structural change an OC dimension is found significant for 
improving 'quality control' that is why, most of the emerging organisations 
have the quality control department which not only tests the quality of the 
finished product but also makes all efforts in ensuring the quality control 
at the production like and definitely such aspects are the major strategies 
come under the structural change. 
Predictors (IVs) of OD facet viz., 'Government Trade Policy' (DV) 
Table 3.30 is evident of the fact that IVs have their influence on 
one of the OD dimension that is 'government trade policy' as F = 6.42467 
is significantly very high. In Table 3.30A it is found that entrepreneurs 
QWL (Vjj) and its one dimension 'organisational factor' (V,) and one of 
the aspect of OC viz., 'supervisory style' (Vj) are found important to be 
instrumental in adequately coping with the changing 'government trade 
policy' (DV) as their t values given in Table 3.30A are found to be highly 
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Table 3.30 
Stepwise Multiple Regression Analysis 
Influence of TVs on 'Government Trade Policy' - A Facet of OD (DV) 
(Sample of Muslim Entrepreneurs, N = 145) 
Multiple R .3^678 
R Square .12026 
Adjusted R Square .10154 
Standard Error .92289 






F = 6.42467 
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significant beyond .01 level of confidence. Therefore, the obtained 
findings given in Table 3.30A compell for their rejection of null-
hypotheses - Ho33, Ho31, and Ho27. Whereas, the remaining IVs 
highlighted in Table 3.30B are found to have no influence on DV, hence, 
proposed related null hypotheses are found accepted. 
Predictor (IVs) of OD facet viz., 'Political Uncertainties' (DV) 
In case of Muslim entrepreneurs it is found that all the IVs found 
to be independent to one of the OD indicator i.e. 'political uncertainties' 
(DV) as is evident from Table 3.31 where in multiple regression analysis 
none of the independent variables could entered to the equation hence, 
failing to predict DV. Such results are obtained because of the reason of 
low correlations between IVs and DV. Hence, all the null hypotheses 
pertaining to the influence of IVs on DV for Muslim entrepreneurs are 
rendered accepted. 
Predictors (IVs) on OD facet viz., 'Awareness Campaign 
Strategy' (DV) 
OD as a function of'awareness campaign strategy' is found to be 
influenced by IVs as is evident from F = 8.23396 is statistically highly 
significant (Table 3.32). Stepwise multiple regression ftirther analysed and 
sorted out the predictor variables of OD facet viz., 'awareness campaign'. 
It is found in Table 3.32A that entrepreneurs QWL determiners viz., 
'environmental factors' as well as 'personal factor' along with one of the 
OC dimension viz., 'supervisory style' found to influence OD determiner 
viz., 'awareness campaign' as their statistical values t = 3.026; t = 3.400, 
and t = 2.519 respectively are rendered highly significant rejecting the 
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Table 3.31 
Stepwise Multiple Regression Analysis 
Influence of IVs on 'Political Uncertainties* - A Facet of OD (DV) 
(Sample of Muslim Entrepreneurs, N = 145) 
Listwise Deletion of Missing Data 
Equation Number 1 Dependent Variable.. VH1 
Beginning Plock Number 1. Method: Stepwise 
V-1 VE V3 V4 V5 V6 
V8 V9 V10 v n 
End Block Number 1 PIN " .050 Limits reached 
No variables entered/removed for this bloci::. 
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Table 3.32 
Stepwise Multiple Regression Analys is 
Influence of TVs on 'Awareness Campaign Strategy ' - A Facet of 
OD (DV) 
(Sample of Muslim Entrepreneurs, N = 145) 
Multiple R .38610 
R Square .14907 
Adjusted R Square .13097 
Standard Error 1.10776 
Analysis of Variance 
DF Sum of Squares Mean Square 
Regression 3 30.31244 10.10415 
Residual 141 173.02549 1.22713 

































Variables not in the Equation 
Vi\ri3ible Beta In Partial Min Toler T Sig T 
VI .05308 .0^745 .68002 
V2 .01988 .01798 .63943 
V3 .06097 .05299 .64273 
V4 .01370 .01367 .77120 
V6 .15286 .16199 .86147 
V7 .06999 .05252 .47910 
V9 .07453 .04381 .29402 
VII .14312 .03585 .05340 


















related null hypotheses Ho32, Ho30, and Ho27. As against to the above 
predictors remaining IVs given in Table 3.32B are found to be the none 
predictors as their t values are very low ranging from minimum t = .162 to 
the maximum t = 1.942 hence, the null hypotheses related to these IVs 
found accepted. 
For Muslim entrepreneurs when 'environmental' as well as 
'personal* determiners of their QWL are quite high then they provide better 
conditions of work through supervisory behaviour and more over they also 
able to think in terms of obtaining 'awareness campaign strategy' known as 
advertising for their organisation development. This situation may not be 
restricted to the Muslim entrepreneurs but may be seen universally that 
when organisations are functioning very smoothly in the context of in and 
outside organisational condition than usually key management people think 
in terms of using best strategy to popularise their products to which they 
know will bring laurels to the organisation. 
Predictors (IVs) of 'Organisational Development' (DV) 
Table 3.33 seems to be highly important as it depicts the 
influence of IVs on 'organisation development' (DV) in general. It is clear 
from the table that statistical value F = 59.35300 is highly significant, 
therefore, entrepreneurs total QWL (Vjj) and one of the determiner of OC 
viz., supervisory style (Vj) are found to be the main predictors as their t 
values t = 7.990, and t = 4.336 respectively highly significant which are 
given in Table 3.33A. Because of the significant influence of total QWL 
of entrepreneurs and 'supervisory style' - a dimension of OC on 
organisation development as a whole, the null hypotheses numbering Ho33 
Table 3.33 
Stepwise Multiple Regression Analysis 
Influence of TVs on OD (DV) 
(Sample of Muslim Entrepreneurs, N = 145) 
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MulliplG R .67478 
R Square ,45533 
Adjusted R Square .44765 
Standard Error 8.71212 
Analysis of Variance 
Regression 
Residual 
F = 59.35300 
DF Sum of Squares 
2 9009.91119 
142 10777.95088 
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and Ho27 found rejected. Whereas, insignificant influence of remaining 
IVs on OD given in Table 3.33B have the support from the concerning null 
hypotheses. The finding highlighted in Table 3.33A advocate that for the 
Muslim entrepreneurs their total QWL and supervisory style are most 
important predictors having their influence on organisation development. 
It is true that if one is highly satisfied with his/her work life then he can 
only take interest with commitment in the various organisational activities 
hence, in effect the organisation is most likely to grow and develop not 
only in terms of organisational efficiency but also in terms of 
organisational prestige and status for the prospective consumers in the 
glittering competitive business work. 
The description and the discussion of the findings for the total 
sample and for the sub-group of Hindu-Muslim entrepreneurs have been 
presented in the preceeding writings which carry some important 
determiners of organisation development. Now, further conunents are 
being kept reserved on the patterns of finding as these will be highlighted 
in the next Chapter IV for presenting conclusion and extending 
suggestions in the light of the present study for future similar endeavours. 
Chapter - IV 
The findings of the present piece of empirical research 
investigation have been highlighted in Chapter III in three phases. The first 
phase was concerned to the total sample of entrepreneurs whereas, the 
second and third phase the results were related to the sub-sample group of 
Hindu and Muslim entrepreneurs respectively. Hence, the conclusions are 
being presented below following the same pattern with a little change. 
TOTAL SAMPLE OF ENTREPRENEURS 
It is obtained that entrepreneurs QWL as a whole (IVjj), and the 
various dimensions of DC viz., human aspect (IVj), structural change (IV3) 
and supervisory style (IV5) have been found to be the predictors of 
organisation development (DVjj). 
Entrepreneurs QWL (IV jj) is also found to be the predictor of CD-
dimensions, viz., turnover (DVj), employees satisfaction (DVj), employees 
participation (DV3), and mutual trust (DV^. Similarly, number of IVs were 
variably found to be the predictors or indicators of the various dimensions 
of organisation development. A glimpse of the findings of the total sample 
have been presented in the Table 4.1. 
COMPARATIVE FDWBVGS OF THE PREDICTORS FOR HINDU 
AND MUSLIM ENTREPRENEURS 
Concluding the findings of Hindu-Muslim entrepreneurs presented 
at a glance in Table 4.2, it is evident that entrepreneurs total quality of work 
(IVJ j) is found to be significant predictors of CD dimensions viz., turnover 
(DVj), employees satisfaction (DVj), employees participation (DV3) and 
for organisation development as a whole (DVjj) for both the groups of 
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supervisory styles (IV5) has also emerged to be the predictor of OD 
dimensions like employees participation (DV3), government trade policy 
(DVg) and total organisational development (DVjj) invariably for both 
Hindu-Muslim entrepreneurs. Apart from the above, remaining IVs 
invariably have been witnessed to have their significant influence on 
different dimension of OD and on the total organisational development. It 
is interesting to witness that only two IVs, one related to OC dimension 
viz., technological change (IVj) which has its only influence on one of the 
OD dimension awareness campaign strategy (DVj^ ) merely for the group of 
Hindu entrepreneurs, and other related to QWL dimension i.e. 
organisational factor (IV^) has its mere influence on government trade 
policy (DVg) for the group of Muslim entrepreneurs only. 
In a nutshell, it is to point out that only entrepreneurs QWL has 
emerged to be highly significant for organisational development for both 
Hindu-Muslim entrepreneurs where three OD-dimensions viz., turnover, 
employees satisfaction and employees participation have also been 
witnessed to be the significant outcomes of entrepreneurs QWL 
experiences. 
It is imperative to mention here that while the present thesis was 
almost to windup, a news flashed in the newspaper - The Times of India 
(New Delhi edition) on December 30th 1999 focussing on the new textile 
policy for slow and sick organisation for their dynamic revival and growth. 
Such government policies has always been instrumental for giving the 
direction to organisation development. It has already been mentioned in the 
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government policy either detrimental or facilitating for the organisational 
development but it is supervisory style which through its fit to the work 
environment strategies can cope with the adverse organisation policy or may 
take advantage to the liberal government policy and consequently taken the 
organisation to the upside of the develpopment 
At length, we feel that entrepreneurs QWL, organisational change, 
and their related dimensions are definitely important for total organisational 
development as well as its various facets. The findings are supposed to be 
very practical in nature and the entrepreneurs or organisations in general and 
textile industries' entrepreneurs or organisation in particular can taken the 
advantage of this piece of research work to boost develop their 
organisations. 
SUGGESTIONS 
Research and explorations are not the ending results but these 
always open the way for future endeavours. Therefore, researchers have a 
developmental nature where one after the other, new things are likely to 
emerge. The same way, the present investigation is not the dead end in this 
area as it is always felt that there are certain limitations of this study too 
that may either lie in the sampling, sample size or in the problem of 
investigation itself, It is experienced during the course of writing the results 
that if other independent variables like HRD strategies or organisational 
culture could have been taken as independent variable for studying 
organisational development then we could have obtained comparatively 
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better and fruitful results. Moreover, demographic characteristics of the 
organisation if could have been taken than we could have obtained some 
interesting findings too. 
As have been mentioned that the outcomes of the present 
investigation are not the last voice hence, there is a lot of scope of research 
in this area as the present day world of work requires continuous researches 
to boost develop their concerns or organisations. The present contemporary 
world is highly commercialised, we can receive a lot from them 
(organization) if they perceive the researches and their implications fruitful 
for their organisational growth and development which OB and HRD people 
are successfully proving their wroth in resolving bottle-necks and other 
hurdles specially related to human resource in the way of organisational 
development. 
S 71 M "m /t "R -^ 
The aim of the present endeavour was to study "Organisational 
Development as a function of OC and QWL - A comparative study of Hindu-
Muslim entrepreneurs". It is witnessed from the history of industrial 
psychology that psychologists have been doing all their concerted efforts to 
evolve strategies to motivate people and to make them satisfied at work as 
motivation combined with anticipated satisfaction is most likely to take 
organisations toward growth and development. And during the course of 
smooth organizational development, job motivation and satisfaction are 
implicitly witnessed. Hence, the present study was undertaken to study the 
sources of organisation development with reference to entrepreneurs' QWL 
as well as organisational change. 
The entire work leading to the Ph.D. thesis have been presented in 
the four different chapters. The first chapter of the thesis deals with the 
history, concepts and available literature pertaining to organisational 
development (a dependent variable); OC and QWL (independent variables). 
Changing economic scneario in this modem age witnesses 
increasing globalized competitions that have been, indeed, instrumental for 
the emergence of the term organisational development which is an 
aggressive strategy of a significant growing organisation. Organisational 
development (OD) refers to organisational growth in the form of expansion, 
technology transfer and moving forward in accordance with the pace of 
development to develop and maintain organisation's survival along with its 
status in general. Our concept of organizational development here calls for 
growth and expansion of organisation through the changes in the technology, 
structure, function and in human resources. Truly speaking, effective 
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organisational development is one in which both organisation and their 
individuals (employees) can grow and enjoy such an environment that can be 
viewed as healthy organisation. 
The Chapter I also discusses the relevance of the present study 
advocating the non-availability of survey of literature which could have 
discussed organisational development (OD) as a function of either 
organisational change (OC) or entrepreneurs quality of work life (Q WL), 
hence, there was no option except to formulate null hypotheses that can 
briefly be described in a single sentence that neither OC nor QWL and their 
dimensions will significantly influence organisational development and its 
various facets. 
Chapter II incorporates methodological and procedural aspects of 
the study. The study was conducted on the sample of (N=275) powerloom 
entrepreneurs consisting of Hindu entrepreneurs (n = 130) and Muslim 
entrepreneurs(n = 145). 
Keeping in view the nature of research, OD scale was developed 
which consisted of 26 items based on 10 dimensions was used for 
measuring organisational development. Similarly, organizational change 
scale (OC scale) consisting of 21 items based on 6 dimensions, and a scale 
for measuring entrepreneurs' QWL comprising 20-items covering three 
dimensions were also developed. All these scales were administered to 
obtain the data and lastly, stepwise multiple regression analysis treatment 
were given to the data obtained for identifying the predictors of 
organization development. 
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In Chapter III, results and their discussion were presented, whereas, 
in Chapter IV conclusions and suggestions were given. It was found from the 
findings that entrepreneurs' QWL is a major predictor of OD and moreover, 
other dimensions of OC and QWL were also found predictors of OD and its 
various dimensions. 
The Chapter IV also incorporates suggestions. It has been suggested 
that if other independent variables like HRD strategies or organisational 
culture could have been taken as independent variables for studying 
organisational development then we could have obtained comparatively 
better and fruitful results. Moreover, demographic characteristics of the 
organisation if could have been taken than we could have obtained some 
interesting findings too. 
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In the present day world rapid technological changes are taking 
place at each moment. Growing industrial competition has almost stopped 
monopoly of any organization and industries' survival in the market now, 
largely depends on how well organizations are providing services to their 
employees and the outside customers. 
In view of the above we are interested, here, to know your views 
regarding the various activities you are performing in your organization. I 
hope you will extend your fullest cooperation and will answer each and 
every question as accurately as possible to enable us to reach any 
conclusion on a five point scale in the bracket ( ) provided against each 
question/statement. 
Score of '5' to be assigned when the conditions are present to the 
very high extent 
Score of '4' should be assigned when the conditions are present to 
the high extent 
Score of '3' to be assigned when the conditions are present to the 
moderate level 
Score of '2' is to be assigned when the conditions are present to the 
low extent 
Score of '1' is to be assigned when the conditions are present to the 
highly low extent 
1. The turnover trend of organization is satisfactory 
2. Our employees' are generally satisfied 
3. Employees' suggestions are properly entertained 
4. Employees' are encouraged to take decision in routine 
matters. 
5. The organisation take a lot of pain to develop 
employer-employees trust. 
6. While developing new products employee's are 
taken into confidence. 
7. New products are developed to satisfy the needs of 
the customers. 
8. Employee's are required to strictly adhere to the 
established code of conduct of the organisation. 
9. New technology is used for quality control. 
10. Turnover rate is maintained by improving product 
quality and design. 
11. Productive efficiency is improved by improving the 
quality of work life. 
12. Governmental policy does not hamper our company's 
level of activity. 
13. Political uncertainties do not interfere to our target 
achievement. 
14. Employees' are consulted for planned development of 
the organisation. 
15. The workers are much concerned about the quality of 
work life. 
16. Decentralization is an important component of our 
organisation development. 
17. Organization development could hardly be achieved 
without workers empowerment. 
18. Role ambiguity is minimized by organizational openness 
19. Management makes efforts to establish cordial 
relations with employees. 
20. Products are advertised to develop awareness among 
people. 
21. Efforts are regularly made to ascertain needs of the 
customers. 
22. Customers complaints are considered seriously. 
23. Salesman are advised to make the customer satisfied 
24. Organisational development programme are discussed 
with the workers. 
25. Employees' suggestion are considered for organisational 
development programme. 





























Number of cases 




Composit Score (OD) 
: 250 

















































Range Max/Min Variance 
1.2960 1.4843 .1207 
Inter-item Mean Minimum Maximum Range Max/Min Variance 
correlations 















































































































































































ALPHA = .8579 STANDARDIZED ITEM ALPHA = .8603 
APPENDIX-IV 
INSTRUCTIONS 
Some job related aspects have been given below and you are requested 
to indicate your reactions that to what extent you are making efforts to bring 
about changes and the response to each aspects of work be given in the following 
manner: 
Assign '5' when 'Very High' efforts are being made. 
Assign '4' when 'High* efforts are being made. 
Assign '3' when 'Moderate' efforts are being made. 
Assign '2' when 'Low' efforts are being made. 
Assign '1' when 'Very Low' efforts are being made. 
1. Changing behaviour from more auto-bweaucratic to more ( ) 
liberal-democratTcTiehaviour to control employee's work 
behaviour. 
2. Decentralization of work responsibility 
3. Openness in the company/organization 
4. Opting most efficient methods/machine :and tools for 
enhancing productive efiSciency 
5. Changing mode of payments to workers, i.e. from 
piece wage to salary system 
6. Developing concept of permanency for employees 
7. Changing the design of the product as per consmner 
need and market demand 
8. Changing organisation/company into well planned 
structure 
9. Developing healthy relations with employees 
10. Changing quality product to give better service to 
customers 
11. Controlling production rate 
12. Changing work duration from 9 hrs or more a day to 
maximum 8 hours a day or so 
13. Changing old system of one top man (owner/manager) 
show to new system of participative management 
14. Replacing old machine by installing new sophisticated 
machines for improving quality production 
15. Changing work style be encouraging workers to give 
suggestion to improve organizational efficiency 
16. Improving skills of employee's through some kind of 
training 
17. Developing positive attitude of employees' towards 
their work 
18. Developing concept of loyality among employees' 
towards organisation 
19. Developing increased team spirit among employees' 
20. Designing jobs in such a way through which work may 
become comfortable and easy 
21. Changes in the company are happily accepted by the 


























N of cases : 250 






















** - .001 
APPENDIX-VI 
Number of cases : 250 
OC SCALE 
RELLABILITY ANALYSIS 










STD Dev Number of 
12.3384 
Minimum Maximum Range 
2.5360 3.7840 1.2480 































































































































































One's professional life is surrounded by numerous perceptions and 
experiences which may be either pleasant or stressful and consequently lead to 
experience satisfaction/dissatisfaction. Here some of the conditions have been 
given below and you are requested to rate each on a S-point scale in the manner 
given below. 
Give a score of '5' if you are 'Highly Satisfied' 
Give a score of '4' if you are 'Satisfied' 
Give a score of '3' if you are 'Moderately satisfied' 
Give a score of '2' if you are 'Dissatisfied' 
Give a score of'1' if you are 'Highly Dissatisfied' 
1. Power (electricity) conditions 
2. Availability of raw material 
3. Availability of skilled workers 
4. Financial condition 
5. Sales strategy 
6. Dealing with workers 
7. Workers efficiency 
8. Autonomy to handle work 
9. Family support 
10. Company' s Status 
11. Customer ' s payment condition 
12. Family trust over you 
13. Mutual trust among family member' s with respect 
to business 
14. Organization/Company's growth 
15. Subordinates loyality 
16. Organization/Company's future prospects 
17. Social relations 
18. Market demand 
19. General government policies 

























N of cases : 250 























Nximber of cases : 250 
QWL SCALE 
RELIABILITY ANALYSIS 
Statistics for Mean Variance 
Scale 
69.0960 100.5128 






STD Dev Number of 
10.0256 
Minimum Maximum Range 
2.5280 4.2640 1.7360 
























































































































































BIOGRAPHICAL INFORMATION BLANK (BIB) 
Please furnish the following information 




Total work experience 
Marital status 
No. of dependents 
Educational qualification 
Training received, if any 
General health (very good, normal, poor, very poor) 





Percentage of profit from % to % 
